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ABSTRACT
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Problem
The following types of members have difficulties in integrating themselves into
the organizational and congregational culture of the Durham Spanish SDA Church in the
city of Durham, North Carolina: (1) members that join or transfer their membership from
the Inter-American Division, (2) members who are baptized for the first time but were
connected to the Seventh-day Adventist church in their country of origin or in the
territory of the North American Division, and (3) members who are baptized for their
second or third time and have been members of the church in their country of origin or in
the territory of the North American Division. This lack of integration is the result of a

congregational and organizational clash between these types of members and those
members who have been baptized at the Durham Spanish church for the first time with no
previous connection or knowledge of the Seventh–day Adventist Church. This
congregational and organizational clash produces a negative effect in the whole
congregation and impedes its effectiveness and growth. Therefore, there is a need for an
effective ongoing integration process at the Durham Spanish church.

Method
An ongoing integration process was implemented at the Durham Spanish SDA
Church since October 2007 until the present. The program included the following action
steps:
1. A four part seminar entitled “A Congregational Identity Clarification Process”
that includes a survey to determine the degree of openness to change of the participants.
2. The exploration of the values, mission, and vision of the Durham Spanish SDA
Church by the members of the nominating committee and the new appointed leaders.
Two surveys were used to explore and clarify the personal and congregational values,
mission and vision.
3. The development of statements to describe the values, mission and vision of the
congregation and answer the question: Who is this congregation?
4. The administration of the GLOBE Project Research Survey (Global and
Organizational Behavior Effectiveness Project) Form Alpha (adapted to a congregational
setting) to measure the cultural dimensions and leadership dimensions predominant at the
Durham Spanish SDA Church.

Results
The implementation of the above action steps of the integration process at the
Durham Spanish SDA Church has produced the following results: (1) awareness about
the unique identity and organizational culture of the congregation, (2) the adoption of a
set of operational values, mission, and vision by the leadership, and (3) a sense of mutual
respect and unity among the leadership as they validate the values, mission, and vision of
the congregation through the development and execution of the strategic plans and
programs.

Conclusion
The implementation of the integration process which promotes the adoption of
shared values, mission, and vision has proven to be an effective strategy at the Durham
Spanish SDA Church.
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CHAPTER I

INTRODUCTION

Statement of Problem
For more than twenty years I have had the privilege to pastor Hispanic
congregations in the North American Division. I began my work with the assumption
that all Hispanic congregations were homogeneous. I have to admit that the basis for this
assumption was the fact that we shared the same language. Therefore, I was confident
that the secret to have success in my labor was to develop and implement a sort of
universal method or approach. However, it did not take long for me to realize that the
Hispanic congregations are not as homogenous as I thought they were. I began to notice
a cultural variety in the congregations.
In regard to their origin, I have identified three types of members in the local
Hispanic churches: A—new converts with no previous contact and familiarity with the
Adventist Church, B—people baptized locally with previous connection and familiarity
with the Seventh-day Adventist church, and C—members that join or transfer their
membership into the local churches from other congregations in North America or other
regions of the world.
In my experience as a minister, I have found that the members from group A are
more willing to be integrated into the local congregation. One of the main reasons for
this attitude is the fact that this is usually their first exposure to Adventism, including its
1

leadership style and church organization. They take for granted that this is the way the
Seventh-day Adventist church functions around the world. Therefore, they are not in the
position to make comparisons.
Group B is formed by Adventists of different backgrounds, but that have been
exposed to the leadership style and organization of the Hispanic Adventist church in
North America or other parts of the world. Their attitude toward the local church and its
leadership varies and is determined by several factors such as the length of time in North
America and if they are first or second generation in the church and/or in this country.
I have observed that people who belong to group C demonstrate the most
resistance to change or innovation in the way the church functions. They seem to
experience a type of “congregational culture shock.” Some are willing and able to solve
these issues, but others are constantly dealing with it. However, their attitude has a
negative effect on the congregation. It is usually manifested in criticism and antagonism.
The tendencies to make comparisons and in the worst case scenario the judgmental
attitude typical of people who belong to this group have the potential to cause devastating
effects in the life of many congregations.

A Personal Account
I can relate to this type of attitude because I experienced the same issues since I
came to this country in 1977. I became an Adventist believer in my country of origin
earlier in the same year. Upon my arrival in the United States, I went through the same
general cultural shock typical to immigrants. However, I also experienced another type
of cultural shock but of a congregational nature. Although I was a new Adventist
member, I had already been exposed to the organizational and congregational style of an
2

Inter-American Division congregation. Back home, for example, the congregations are
more lay-driven due to the many churches and groups under one pastor’s leadership. In
my case, the interaction with my pastor was limited because he usually came to my
church once every quarter. The local elders, under the supervision of the pastor, were in
charge of conducting the activities and programs of the congregation. However, in my
new church, the pastor was more directly involved because he was not in charge of a
multi-church district. Because of this, I was confronted with a new dynamic in church
life. I noticed, for example, that members were more dependent on the pastor’s
leadership. The leaders seemed to require the presence and intervention of the pastor in
all the business of the church. He conducted all the activities, did most of the visitation,
and received most of the positive or negative credit for the state of affairs in the church. I
had a difficult time trying to adjust to my new environment. Everything was done
differently. The leadership style, the programs, and the methods were different. In spite
of the fact, that we shared the same beliefs, there was something that made them
different. One of my first reactions to this situation was to think that the problem with
my new church was due to a lack of spirituality and commitment to the truth. I became
nostalgic and I even concluded that my church back home was more spiritual and
dedicated to God. However, as I look back to that time, thirty-two years ago, I realize
now that I was going through a congregational culture shock.

Two Aspects of the Christian Church
A serious consideration of this issue must begin with a close look at the Christian
church in general. We will soon realize that the Christian church is both a global and a
local institution. This statement can be applied to the majority of Christian
3

denominations, including the Seventh-day Adventist Church. As a global institution, the
church maintains a coherent body of beliefs and organizational structures. Since its
origins, the Seventh-day Adventist Church has strived to maintain a doctrinal and ethical
unity. It is frequently stated with pride that a Seventh-day Adventist would feel at home
if he or she decided to visit other Seventh–day Adventist congregations in different
places on the planet. This seems to depict a homogenous worldwide organization in
which business is conducted in a kind of generic way. However, the fact that the church
is also a local entity presents some challenges to this idea.
As a local institution, the church has a duty to fulfill. This was clearly delineated
by Jesus Himself before He ascended to heaven: “But you will receive power when the
Holy Spirit comes upon you, and you will be my witnesses in Jerusalem and in all Judea
and Samaria, and to the end of the earth” (Acts 1:8). 1 According to this statement by
Jesus, the dynamic activity of the church begins at its immediate context (Jerusalem) and
its repercussions can be felt in its mediate context (Judea and Samaria and the ends of the
earth). The fact that the church is a local institution not only implies that it has a duty to
fulfill at that level; it also means that it is affected, influenced, and shaped by its local
environment. A local congregation is not formed in a vacuum. Several contextual
factors are involved in its formation.

1

All biblical quotations in this work are from the English Standard Bible. http://www
.Crossway.org/home/esv
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The Hispanic Congregation in the
North American Division
I propose that the Hispanic Seventh-day Adventist congregations in the North
American Division can served as a case study for the implementation of an approach that
takes into consideration the unique cultural features of a congregation. A careful analysis
of these congregations is needed before leaders can develop appropriate and relevant
approaches. A superficial look can be deceiving and it might lead to false
presuppositions and approaches. 2
Three elements are viewed by many as common denominators in Seventh-day
Adventist Hispanic congregations: (1) the place of origin, Latin America, (2) the
language, Spanish, and (3) the doctrinal beliefs. Both, the place of origin and the
language, give the impression of a community which has the same culture and
worldview. The doctrinal aspect seems to be the ultimate uniting element that will make
them a homogeneous group and receptive to one fix all methodologies and strategies.
These assumptions overlook the reality that there is diversity among Hispanic people.
This diversity is also present among Hispanic Seventh-day Adventists in North America.

Lessons I Learned as a Church Planter
For the past sixteen years I have been involved in church planting projects in the
Southern Union of Seventh-day Adventists, specifically in the Georgia-Cumberland and
the Carolina conferences. During this time I have witnessed the formation of several

2

The study of the culture of any organization must precede anything else because “culture is the
yardstick used to evaluate many behaviors and ideas, and it provides a basis for the development of goals
and strategies.” Jerry Graham, “Vision: What’s All the Fuss?” CoachingPastors, http://www
.coachingpastors.com/documents/Visionarticle.pdf (accessed November 10, 2007).
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congregations from their very foundation. I have had the blessing of baptizing new
believers who are excited about their new faith and congregation. My task in this type of
context is to train and equip them in the fundamentals of leadership and church
organization. I try to convey to them the wonderful truth that as Seventh-day Adventists
we belong to a vibrant world church with a global mission. On the other hand, it is also
my duty to make them aware of the unique contribution they can make to the world
church as they carry the message of salvation in their local settings. This mission
requires the creation and development of methodologies and approaches that are
appropriate and relevant. I try to lead them in the discovery of their values, vision, and
mission. Wonderful things happen when they are able to grasp their true identity.
However, I have noticed that they are confronted with unfamiliar challenges once they
enter into contact with other people who have been members of the Seventh-day
Adventist Church for a longer time and with roots in another region of the world church.
It is usually the attitude of these “old members” that will determine if this relationship
will be constructive or destructive. This relationship will be positive if and as long as
they appreciate the new church organizational and congregational culture and if they are
willing to be integrated into it.
It is my conviction that the first task of a leader who is confronting this challenge
is to affirm the uniqueness of the local congregation. A congregation that is not
conscious of its unique identity becomes vulnerable to external influences. It is like a
person who has personal issues concerning his or her identity. People struggling in this
area are usually insecure and develop a low self-esteem. They do not know who they are
and spend most of their time trying to please others or emulating them.

6

The Durham Spanish Church
I have chosen the Durham Spanish Seventh-day Church in North Carolina as an
example of this type of struggle. This congregation was planted in 1994 and the majority
of its original members were new converts. Through the years, other members, mostly
from territories in the Inter-American Division, have joined the congregation. Currently,
this church is also experiencing the arrival of Adventists who are transferring their
membership from other churches in the territory of the North American Division. This
phenomenon is both wonderful and challenging. During my three years as the pastor of
this congregation, I have witnessed an organizational and congregational culture clash
among members.
The most common comment that I hear is: This is the way we do it in my church
in Mexico or El Salvador or New York. Another frequent comment addressed to me as a
pastor is: My pastor in Mexico or El Salvador was in charge of thirty churches and you
only have three churches; your job is easy. I understand that those who make these
comments are usually well intentioned. Perhaps this is a conscious or unconscious way
of coping with the challenges of their new congregation. However, the effects of this
attitude can be counter-productive. The subtle message is: We know better; you need to
learn from us. When the congregation follows a different and innovative path, they
become suspicious, critical, and, in most cases, antagonist.
As I observe their behavior, it seems to me that their desire is to function as
change agents in their new congregation; however, their concept of change can be
defined as: to do things as they are done in their churches of origin. On the other hand,
when their new congregation follows a different path, they see this as “dangerous
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change,” in other words a type of change that is a departure from what they are used to
see. It is to this type of change that they become resistant. This attitude is a threat to the
unity of the congregation and can bring confusion and even guilt to the new believers.
They may think that the church is not growing because they are not doing things in the
right manner.
After much prayer, observation, and reflection, I have come to the conclusion that
my response as a leader is to guide the congregation in a process of self-discovery. This
will create an appreciation for its unique identity, values, vision, and mission. It will
protect the congregation from confusion and it will produce a strong culture where the
strategies and methodologies will reflect and validate this unique identity, values, vision,
and mission. It will also enable the congregation to develop an effective program of
integration for new members.

Purpose of the Project
The purpose of this project is to develop a strategy of integrating new members
into the Durham Spanish church especially those who transfer their membership from
other congregations in North America and from the Inter-American Division of Seventhday Adventists.

Justification of the Study
As I evaluate the different congregations in which I have had the opportunity to
serve as a minister, I can identify a pattern in the behavior of the Seventh-day Adventist
members, including leaders, who come to the North American Division from other parts
of the world. As I stated before, we might share the same beliefs and general principles
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of organization, however, the leadership models and the methodologies that they bring
with them are not necessarily functional and relevant in their new context. It is my
conclusion that this is a reality that we must face not only when we move from one
region of the world to another, but also as we move within the same geographical region,
even from one church to another.
The thesis of this work is that, because of its uniqueness, each congregation
requires different approaches in leadership and methodology. It is my hope and
expectation that the study of this matter, in the context of the Durham Spanish Seventhday Adventist Church, will encourage other leaders to analyze the unique context of their
congregations and develop strategies that are suitable. It is essential for Christian leaders
to take time to listen to the voice of the Holy Spirit, who will certainly guide them in the
comprehension of His will for the specific context in which they are called to serve. The
following advice stresses the importance of taking this first step:
It’s important to allow yourself not to have all the answers at first. Why?
Because the answer varies from setting to setting, and from one season to another.
Be innovative! What works in a season of drought doesn’t necessarily work when
you have too much rain. What works in spring doesn’t necessarily work in winter.
What allowed people to flourish in the Spirit ten years ago might be spiritually
strangulating today. Always be on the lookout for how you can customize your
programs to keep people growing. What worked at your last church may not work
at your present church. 3
Ministers (including myself) share the common desire to serve God in the best

3

Robert Lewis and Wayne Cordeiro with Warren Bird, Culture Shift: Transforming Your Church
From the Inside Out (San Francisco: Jossey-Bass, 2005), 31. They add: “Every church requires a certain
unique culture. God knows that He has called specific people together in specific churches for specific
reasons. He doesn’t just throw us together in a church at random. All of us are like pieces of a giant jigsaw
puzzle that only he fully understands. Nevertheless, if church leadership listens to God’s Word, serves
God’s people, and is sensitive to the community it resides in, then a clear picture of who Jesus is for that
local setting is powerfully revealed.” Ibid., 24.
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way possible. They are always searching for plans and methodologies that will bring
glory to and results for God’s kingdom. However, the logical starting point is to consult
God so He can provide the wisdom and insight needed to serve specific contexts. He is
certainly the one who creates the desire in the heart of the leader to initiate a positive
transformation in the congregation. However, this transformation begins with a careful
analysis of the congregation. In regard to this, Lewis and Cordeiro say: “The first step in
the transformation is to identify your current culture. Doing so defines your starting
point.” 4
Culture is always present and actively affecting, in a positive or negative way, the
life of a congregation. Therefore, the most appropriate attitude is to be proactive and not
reactive to its influence: “Even if you have not yet identified your church’s culture, others
have. Culture announces its identity through everything you do. The values of your
culture, stated or unstated, thought out or unintentional, shape the feel, behavior, and
attitude of a congregation more than anything else.” 5

Definition of Terms
It is appropriate at this point to give a general definition of the terminologies used
in this dissertation:
Organizational Culture: Among the many definitions of culture in the context of
organizations, I find the following to be clear and to the point, “Organizational culture is
a set of processes that binds together members of an organization based upon the shared

4

Lewis and Cordeiro with Bird, 45.

5

Ibid., 41.
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and relatively enduring pattern of basic values, beliefs and assumptions that a given
group has invented, discovered or developed in learning to cope with its problems of
external adaptation and internal integration (Hofstede, 1991; Lawson & Ventriss, 1992;
Schein, 1987).” 6
Congregational Culture: “The program, process, social context and identity that
is distinctive of a local church or congregation.” 7
Congregational Identity: Refers to the unique cultural features of the
congregation revealed in its values, mission, and vision.
Values: Refers to beliefs that people held dear at the personal and organizational
level. 8 “A person’s values answer the question “What’s important to me?”9

6

Guelten Herguner and N. B. R. Reeves, “Going Against the National Cultural Grain: A
Longitudinal Case of Organizational Culture Change in Turkish Higher Education,” Total Quality
Management 11, no. 1 (2000): 46.
7

Leonara Tubbs Tisdale, Preaching as Local Theology and Folk Art (Minneapolis: Fortress Press,
1997), 12. Tubbs provides the definitions for these terms: Program: “Those organizational structures, plans
and activities through which a congregation expresses its missions and ministry both to its own members
and those outside the membership. Process: “The underlying flow and dynamics of a congregation that knit
it together in its common life and affect its morale and climate. Social Context: “The setting, local and
global, in which a congregation finds itself and to which it responds. Identity: “The persistent set of beliefs,
values, patterns, symbols, stories and style that make a congregation distinctively itself.” Ibid., 12.
8

Anthony F. Buono and James L. Bowditch, The Human Side of Mergers and Acquisitions:
Managing Collisions Between People, Cultures, and Organizations (San Francisco: Jossey-Bass, 1989),
149, 150.
9

Cynthia D. Scott, Dennis T. Jaffe, and Glen R. Tobe, Organizational Vision, Values and Mission
(Menlo Park, CA: Crisp Publication, 1993), 19. “Our values are deep seated pervasive standards that
influence almost every aspect of our lives: our moral judgments, our responses to others, our commitments
to personal and organizational goals. We all have belief systems we live by. Our beliefs and value systems
are deeply connected. We are motivated and make decisions based on these belief systems and values.
Often these values are unconscious.” Ibid.
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Vision: “A vision is a crisp, clear word picture of the organization’s
aspiration.” 10
Mission: “Mission is a more specific definition of purpose. It directs energies
through the present and immediate future.” 11
Contextualization: In the context of this work this term refers to the adaptation of
methodologies and strategies in missions but more specifically in the ministry of the local
congregation setting.
General Conference (GC) of Seventh-day Adventists: The General Conference is
the most extensive unit of organization, made up of all unions/entities in all parts of the
world. Divisions are sections of the General Conference, with administrative
responsibility for particular geographical areas. Currently there are thirteen divisions. 12
Inter-American Division (IAD) of Seventh-day Adventists: Section of the
General Conference of Seventh-day Adventists organized in fifteen unions covering
Mexico, all the countries and territories in Central America and the Caribbean and the
countries and territories of Venezuela, Colombia, and the Guyana’s in South America. 13
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Frederick G. Harmon, Playing for Keeps: How the World’s Most Aggressive and Admired
Companies Use Core Values to Manage, Energize, and Organize Their People, and Promote, Advance, and
Achieve Their Corporate Missions (New York: John Wiley and Sons, 1996), 64.
11

Mission, the second core concept, answers the critical question: What business are we in?
Whereas vision describes the future, mission illuminates the here and now. Vision is an image of unrealized
future potential. It sets a grand goal, an ultimate direction and purpose. Mission is a more specific
definition of purpose. It directs energies through the present and immediate future. Ibid.
12

Seventh-day Adventist Church, “World Church Structure and Governance,” http://www
.adventist.org/world_church/facts_and_figures/structure/index.html.en (accessed March 10, 2009).
13

Seventh-day Adventist Online Yearbook, “Inter-American Division,” http://www
.adventistyearbook.org/default.aspx?page=ViewAdmField&AdmFieldID=IAD (accessed March 10, 2009) .
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North American Division (NAD) of Seventh-day Adventists: Section of the
General Conference of Seventh-day Adventists organized in nine unions covering the
continental United States, Alaska, Hawaii, Canada, and Bermuda. 14
Southern Union (SU) of Seventh–day Adventists: Section of the North American
Division of Seventh-day Adventists organized in eight conferences covering the states of
Georgia, Alabama, Mississippi, Florida, Kentucky, Tennessee, and North and South
Carolina. 15
Carolina Conference of Seventh-day Adventists: Section of the Southern Union
Conference of Seventh-day Adventists covering the states of North and South Carolina,
except Cherokee County in North Carolina. 16
Georgia-Cumberland Conference of Seventh-day Adventists: Section of the
Southern Union Conference of Seventh-day Adventists covering Georgia, Cherokee
County in North Carolina, and Eastern Tennessee to the eastern boundaries of Cannon,
Clay, Coffee, DeKalb, Franklin, Jackson, and Smith counties. 17
Durham Spanish Church: This refers to the Seventh-day Adventist Spanish
congregation located in Durham, North Carolina, that is under the jurisdiction of the

14

Adventist Organizational Directory, “North American Division,” http://www.adventistdirectory
.org/view_AdmField.asp?AdmFieldID=NAD (accessed March 10, 2009).
15

Seventh-day Adventist Online Yearbook, “Southern Union Conference,” http://www
.adventistyearbook.org/default.aspx?page=ViewAdmField&AdmFieldID=NSUC (accessed March 10,
2009).
16

Seventh-day Adventist Online Yearbook, “Carolina Conference,” http://www.adventistyearbook
.org/default.aspx?page=ViewAdmField&Year=9999&AdmFieldID=CRLC (accessed March 10, 2009).
17

Seventh-day Adventist Online Yearbook, “Georgia-Cumberland Conference,” http://www
.adventistyearbook.org/default.aspx?page=ViewAdmField&Year=9999&AdmFieldID=GCMC (accessed
March 10, 2009).
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Carolina Conference of Seventh-day Adventists.
Hispanic Seventh-day Adventist Churches: Hispanic congregations located
within the territory of the North American Division of the Seventh-day Adventist Church.
New Converts: Members of the congregation who join the Seventh-day Adventist
Church for the first time and within the territory of the North American Division of
Seventh-day Adventists.
Transferred Members: Members of the congregation who have transferred their
membership from one Seventh-day Adventist church to another.

Limitations
The present research tries to identify the organizational and congregational culture
of members of the Durham Spanish church, including those who come from other
churches in the North American and the Inter-American divisions. However, the whole
procedure is conducted locally. There is no participation in the form of surveys or
interviews of people previously or currently serving in leadership positions at the
conference, union, or division levels in either the North American or Inter-American
divisions. There are several reasons for restricting the present research to the members
and visitors of the Durham Spanish church:
1. The main focus of the research is on the organizational culture and
congregational culture of the Durham Spanish church. The thesis of this project is that
the first step in the integration of transferred members is the clarification of the identity
of the host congregation.
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2. The secondary focus is on the background, reactions, behaviors, and attitudes
of those who come into contact with the organizational and congregational culture of the
congregation.
3. A dissertation that involves the research of the organizational and
congregational culture of members or leaders in other congregations or offices in the
North American and Inter-American divisions requires more detailed procedures and the
investment of personal and financial resources that is beyond my limits and the scope of
this dissertation. However, it is my expectation that this work can serve as a stimulus for
future dissertations which will explore the subject of organizational culture at the division
level.

Methodology
The creation of this type of strategy tool requires the research of the
organizational and congregational culture of three groups: A—members of the Durham
Spanish church that were baptized in the church with no previous association with the
Seventh-day Adventist Church, B—members that were baptized in the church with
previous association with the Seventh-day Adventist Church in the North American
Division or in the Inter-American Division, and C—members that have or are in the
process of transferring their membership into the congregation from other churches in the
North American Division or the Inter-American Division. This research only involves
members and potential members of the Durham Spanish church.
It is necessary to first establish the current culture of the congregation before the
launching of any type of integration strategy can be developed. This is the rationale for
engaging the congregation in a process of self-discovery. This first step will assist the
15

members to answer the question Who is this congregation? It will also address the
practical question: Integrate new members to what? Once this aspect is covered then the
congregation is ready to develop the appropriate strategies to integrate new members into
a culture that has been identified, evaluated, and validated. A congregation that has a
clear sense of its unique identity, values, vision, and mission is in a better position to
integrate others than a congregation who does not have this clarity.
The whole process of the development of an integration strategy for new members
in the Durham Spanish church involved the following theoretical and practical steps
presented in this dissertation:
1. Chapter 2 presents a theological reflection on the subject of leadership,
Organizational/Congregational culture. This theological reflection includes an
exploration of subject of culture in the early church, Paul’s leadership, the use of
contextualization in the Seventh-day Adventist Church in the global mission and in the
context of the local congregation and a case study. The Bible and some counsels of E. G.
White are used to support the idea of the necessity of ministry approaches that are
appropriate and relevant in the context of the local congregation.
2. Chapter 3 contains a literature review on the subjects of theories of
organizations and change, organizational/corporate culture, congregational culture, and
leadership theories and approaches.
3. Chapter 4 presents a description of the research process used in the assessment
of the culture of the Durham Spanish church and of the new members who are joining the
congregation.
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4. A survey adapted from the GLOBE Project tools is also employed. This
survey was administered to the new leadership of the church for the ecclesiastical year.
They adequately represent the three types of groups described above. 18
5. Chapter 5 presents an analysis and evaluation of the GLOBE Survey results
and the introduction of the proposed leadership intervention.
6. Chapter 6 presents the summary and conclusions.

18

“The conductors of this project explain: GLOBE is an acronym for the Global Leadership an
Organizational Behavior Effectiveness Research Program. GLOBE is a programmatic research effort
designed to explore the fascinating and complex effects of culture in leadership, organizational
effectiveness, economic competitiveness of societies, and the human condition of members of the societies
they studied. To address these issues we conducted an extensive quantitative and qualitative study of 62
cultures.” Robert J. House, Paul J. Hanges, Mansour Javidan, Peter W. Dorfman, and Vipin Gupta, Culture,
Leadership, and Organizations: The GLOBE Study of 62 Societies (Thousand Oaks, CA: SAGE
Publications, 2004), 9, 10.
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CHAPTER II

A THEOLOGICAL REFLECTION ON LEADERSHIP AND
ORGANIZATIONAL/CONGREGATIONAL CULTURE

Cultural Issues in the Early Christian Church
The awareness of the presence of cultural features in Christian congregations is
not a new concept. The Bible, especially the New Testament, presents examples that
establish the validity of this assertion. The book of Acts and the letters of Paul not only
introduce the subject, but also provide a description of how the leaders of the Christian
church dealt with it. In regard to the subject of culture and Christianity, Charles J.
Scalise says, “Christian theology and ministry never existed in a timeless cultural
vacuum, Christians, despite their frequent focus on eternal matters, have always
expressed and practiced their faith in specific cultural context. These contexts are
inextricably involved in the shaping and the distortion of Christianity. Christianity is
always embodied in the midst of culture.” 1 The early Christian church was originally an

1

Charles J. Scalise, Bridging the Gap: Connecting What You Learned in Seminary with What You
Find in the Congregation (Nashville: Abingdon Press, 2003), 66. Scalise elaborates about the limited role
that culture, in relation to Christianity, played in the past: “Throughout the history of Christianity, cultural
context were understood to be incidental to Christianity’s message and practices. A Christian might apply
the Christian message and practices within a particular context. Perhaps they adapt Christianity to changing
or different cultures, but the cultural context themselves were not understood as a major emphasis or
starting point for Christian practice and reflection.” Ibid. However, Scalise continues: “Contextual models
for integrating Christian theology and ministry reflect a shift of theological perspective. Cultural contexts,
which were once in the background, are moved to the front and center of Christian thinking about faith and
practice. Contextual models offer an analysis of lived human experience in specific cultural contexts, which
interactively shape theological reflection.” Ibid., 65, 66.
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ethnic church. The first disciples of Christ were Jews. However, as the church began to
experience growth, it became more and more multicultural. It was a gradual but firm
process. 2 This process can be visualized in several progressive stages:
1. Hebrew [῾Εβραιìους] members (Acts 1-5).
2. Hebrew and Hellenistic [Ελληνιστων] Hebrew members (Acts 6).
3. Hebrew, Hellenist Hebrew, and Gentile [ἔθνεσιν] members (Acts 10).
The early church was reluctant to accept the fact that salvation was for everyone.
They were still under the influence of their Jewish prejudicial background. They become
exclusivists like their ancestors and contemporary non-Christian Jews. They were
surprised when they witnessed the manifestation of the Holy Spirit among the Gentiles
(Acts 11:18). However, the appointed ministry of Paul and other Christian leaders, to the
Gentiles, opened the doors of the Christian church to them. By the power of the Holy
Spirit many churches were established in different parts of the world known to them. The
members of these churches were new converts to Christianity. They became part of a
church that was facing fierce confrontations on several fronts. William Dyrness has
identified three sources of confrontation.
1. Confrontation with Judaism, “The first challenge was purely religious: to
persuade the Jews that Jesus, who suffered an ignominious death, was the Messiah
predicted by the Old Testament prophets.” 3
2. Confrontation with Greek thought and paganism, “Christians facing the Greek
attitude that the cross as a means of salvation is simply foolishness. Here begins the
long and variegated contact between Christianity and Greek philosophy.” 4
2
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3. Confrontation with the Roman Empire, “The conflict between Christians and the
Roman state began simply as the extension of the conflict between Jews and their
secular rulers.” 5
Although the main mission of the church was to fulfill the Great Commission
given by Jesus (Matt 28:18-20), the Christian leaders were aware of the fact that this
would result in a negative reaction by many. Avery Cardinal Dulles comments about the
position of the church,
While none of the New Testament writings is [are] directly and professedly
apologetical, nearly all of them contain reflections of the Church’s efforts to exhibit
the credibility of its message and to answer the obvious objections that would have
arisen in the minds of adversaries, prospective converts, and candid believers. Parts
of the New Testament—such as the major Pauline Letters, Hebrews, the four
Gospels, and Acts—reveal an apologetical preoccupation in the minds of the authors
themselves. 6
The newly formed Church was enabled by God not only to fulfill the great
commission given by Jesus but to defend itself from those who reacted in a negative
manner.

Cultural Confrontation
The threats that the church was facing were not limited to the religious and
theological aspects. There were also cultural concepts and practices of Jewish and pagan
origin trying to gain control. These concepts and practices were certainly playing a key
role in the shaping of the identity of the congregations. Searching for a solution to these
issues, the leaders of the Christian church meet at their headquarters in Jerusalem to
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discuss the rules and requirements for the Gentile converts. They wrote a letter with
some specifications and sent copies to the new believers (Acts 15:20-29). This action
could be considered one of the first attempts to deal with multicultural diversity in the
church. However, a conflict of this nature could not be solved just with the writing of
one letter. It took more than that. It involved a process of cooperation of all the leaders
of the church working harmoniously and in unity. The writers of the New Testament
were not only trying to present the message of the Gospel; they were also trying to create
a sense of unity and cohesion in the emergent church.
A discussion on the subject of culture must include all the aspects and
implications of the term. It can be seen that since the establishment of the early church,
almost immediately its leaders confronted issues related to the ethnic and religious
aspects of culture and their influences in the formation of new congregations. In addition
to this, there were also other aspects of culture that eventually needed the attention of the
Christian leadership. They were not related to the ethnic factor of the congregations but
to organizational and structural styles. The approaches and leadership styles needed in
congregations depended not only on the ethnicity of its membership, but also on some
other aspects, such as the political, social, and economic situation of its surrounding
community and the country at large. Of special consideration were the particular
circumstances and stories that were present in the formation of the congregations.
Leaders, such as Paul, were aware of these facts and developed approaches and
methodologies that were appropriate to meet the unique needs of the congregations they
were trying to serve.
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The Apostle Paul as a Model of Leadership
The Early Church was blessed by the leadership of the apostles who had the
privilege of knowing Jesus and his teachings firsthand. Their ministries in favor of the
proclamation of the Gospel played an important role in the establishment of new
congregations as it is registered in the book of Acts. However, the present work will
delimit its analysis of the subject of leadership to the example of Paul. The biblical
account portrays Paul as actively involved in multicultural ministries. His epistles to the
different churches in which he carried his ministry provided the theological framework
and the basis for efforts in favor of the unity of the church. He introduced the image of
the church as a body. The purpose of this metaphor was to emphasize that there is
diversity within unity (1 Cor 12; Eph 4). 7 Paul not only presented the theological
framework, he also demonstrated its principles in practical ways. Below are listed a few
examples that demonstrate his abilities as a leader.
1. His intervention at the Areopagus in Athens is an example of the use of
contextualization in the preaching of the gospel (Acts 17:18-32).
2. His letters to the churches that reflect his intention to provide ways of solving
congregational conflicts.
3. His sensitivity when dealing with different congregational contexts.
George B. Thompson presents Paul as an example of one who paid special
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attention to trying to understand the cultural context of congregations: “Paul worked at
developing cultural capital so that all kinds of people would respond to the gospel. He
was most willing to cross the kinds of contemporary cultural settings that many other
Jews would have eschewed. Somehow, though, Paul ‘earned the right to be heard’
outside his own strict religious network.” 8

The Formation of Paul as a Leader
The spiritual aspect of the formation of Paul as a leader is the most obvious.
However, in conjunction with this, there are factors involved in the process that played an
important role as well. Among them are his background; his transition from Judaism to
Christianity; his experience working with congregations, especially in the use of letters;
and his connection with the other leaders of the Christian church. 9

Paul’s Background
He was born in the city of Tarsus. The information that exists about this city
points to its multicultural distinctiveness: “Its strategic location as a port city encouraged
trade, invited a diverse population, and promoted a vibrant cosmopolitan culture. . . . [It]
was ideally positioned for cultural interaction and commerce . . . [and] offered a place
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where Greek and Semitic cultures could meet and enjoy a vital reciprocity.” 10 “Like any
other port, Tarsus had a mixed population.”11 “Tarsus was the city whose institutions
best and most completely united the oriental and the western character.” 12 Paul was
certainly shaped by the cultural milieu in which he grew up. This experience provided
him with a unique understanding of the interaction between cultures: “Thus Paul
possessed the remarkable multiple qualification of belonging to three different worlds,
Jewish, Greek and Roman; and he proved able to make excellent use of this threefold
status.” 13 John T. Fitzgerald says: “Paul was born a Jew, became a Christian, and worked
in cities of the Greco–Roman world as an apostle to the Gentiles. Each of these
contexts—Judaism, Christianity, and the Pagan Mediterranean world—influenced his life
and thought.” 14

His Transition to Christianity
There is a great deal of discussion in this aspect of Paul’s experience. The
traditional view of Paul’s embrace of Jesus is that of a conversion. Commenting about
this position Alan F. Segal says: “In popular Christianity, Paul’s name leads the list of
converts. Christian history makes him almost and certainly the most famous one. In the
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West, Paul typifies conversion, even outside religious contexts. When social scientists
offer examples of a sudden emotional conversion, they usually cite Paul first, along with
Augustine and Luther. 15
Robert L. Reymond shows the importance that many theologians give to the
traditional view when he says: “F. F. Bruce has very rightly observed that ‘no single
event, apart from the Christ–event itself, has proved so determinant for the course of
Christian history as the conversion and commissioning of Paul. 16 Reymond also
comments about the rationale for the traditional idea of a conversion: The traditional
understanding of Saul’s Damascus Road experience as a conversion experience is due,
according to Stendahl, more to the West’s introspective readings of Augustine and Luther
than it does to the New Testament document.” 17
Robert G. Hoerber expands the discussion about this subject,
The traditional way of understanding Paul’s Damascus Road experience as a
conversion has a long history in Western thought, going back to Augustine and his
understanding of his own conversion. William James’s psychological study of
conversion was heavily dependent on this traditional view. James defined conversion
as the process by which a person who struggles with a sense of guilt and inferiority
becomes a person with a conscious sense of being right and unified as a consequence
of achieving a firmer hold on religious realities. 18
Hoerber shows how this idea about conversion is widely applied to Paul’s
experience, “From this traditional perspective Paul's Damascus Road experience is seen
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as a prime example of conversion. A Pharisaic Jew who is very conscious of his failure
to keep the Law experiences a profound inner change when it is revealed to him that he
can be justified by faith in Jesus Christ. The Jewish persecutor becomes the Christian
convert who preaches the message of justification by faith in Christ Jesus. Until quite
recently, this understanding of Paul’s conversion dominated Biblical scholarship.” 19
However, a number of scholars maintain that in the mind of Paul the thought of a
conversion never occurred. 20 Roetzel challenges the idea of a conversion: “The real
difficulty is that Paul nowhere ever uses the term Christian, and there is no indication in
the letters that he ever repudiates his native religion.” There is a consensus among some
scholars that Paul did not renounce Judaism; instead he was trying to find ways in which
the Gentiles could relate to it. He was trying to contextualize the message because he
acknowledged the cultural diversity of his audience. 21
For some theologians, Paul’s desire and strategies were based in deep
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eschatological convictions about God’s plans for the Gentiles: “His announcement of the
inclusion of Gentile converts—whom many judged as irrational, chaotic, immoral, pagan,
‘other’—was an expression of eschatological hope that in the last days non–Jews would
honor Israel’s God and be included among the chosen.” 22 In other words, Paul saw the
inclusion of the Gentiles in the preaching of the Gospel as the fulfillment of God’s plans.
From this perspective the conclusion is that Paul’s experience was not a conversion but a
transformation. Paul did not renounce his religion; instead he felt a call to include nonJews in God’s plans for His people. 23 Marion L. Soards affirms: “By his own account,
Paul’s experience was less a conversion than a prophetic call.” 24

His Experience Working
with Congregations
In addition to these convictions about God’s plans for the Gentiles, Paul also
needed to develop effective strategies and approaches to reach them. 25 Roetzel offers the

22

Roetzel, Paul—A Jew on the Margins, 6.

23

Sandmel affirms: “From Paul’s own standpoint, he has remained completely within Judaism.
From his own vantage point, his “conversion” was not a change of affiliation but a personal experience of
God.” The Genius of Paul: A Study in History, 63. A. Katherine Grieb offers a balancing statement: “Yet it
is important to see that Paul was in fact converted. But he was not converted from Judaism or from
‘Pharisaism’ or even from that zeal of which he was so proud, but from one particular expression of that
zeal, namely violence and the violent persecution of those he saw as enemies of God. So Paul’s ‘earlier life
in Judaism’ is to be contrasted with his present life in a new kind of Judaism, where he fights his opponents
with well-crafted arguments instead of the sword.” “The One Who Called You: Vocation and Leadership in
the Pauline Literature,” Interpretation 59 (2005):157.
24

Marion L. Soards, The Apostle Paul: An Introduction to His Writings and Teachings (New York:
Paulist Press, 1987), 24.
25

John G. Gager reminds us that “Paul’s churches consisted entirely of Gentiles. When Paul writes
these congregations, he always addressed them as Gentiles.” Reinventing Paul (New York: Oxford
University Press, 2000), 78. Talking about the letter to the Galatians, Gager says: “His audience is a Gentile
congregation. His opponents are missionaries within the Jesus-movement.” Paul was “explaining how such
central concepts as Torah relate to them.” Ibid., 80.

27

following description about the dynamics of Paul’s development and application of his
theology,
Paul did not begin his apostolic ministry with a developed theology in mind and he
often did not know what he thought about a given subject until faced with a context
that required its discussion, and the composition of a written statement. If this thesis
is viable then Paul’s theology must be viewed as an emergent theology and not a
systematic theology, as an interactive theology rather than just proclaimed theology,
and as a product of a dialogue rather than a monologue. 26
The content of his letters to the different churches and the narrative of his ministry
as presented by Luke in the book of Acts reveal this dialogue in action. For Paul to be
effective and relevant in this dialogue he needed to be open-minded and to become
familiar with other’s beliefs and practices. Mark Strom, alluding to Paul’s speech on the
Areopagus at Athens, says: “To a large degree, Paul structured his address around his
audience’s perspectives, even including their own sources.” 27 Paul demonstrates an
ability to adapt his message to his audience’s background or social level. In regard to
this, Strom made the following observation: “Older scholarship characterized the Gentile
Christians as poor and illiterate masses of dispossessed peasants and slaves—like the
crows in a B-grade gladiator movie! But it is now clear that Paul moved among ‘persons’
[people] of substance of the Hellenistic states.’” 28 Strom also quotes the following
statement by Edwin Judge: “More recent scholarship confirms that many members of
Paul’s groups, especially at Corinth and Thessalonica, were well-connected people with

Roetzel, Paul―A Jew on the Margins, 4.

26
27

Strom, 121.

28

Ibid., 10.

28

wealth and social influence.” 29 Strom proposes that Paul was able to reach everyone
across the social and ethnic spectrum, because he had a simple, but profound, story to
tell: the story of Jesus.
Paul was of all preoccupied with a person, Jesus Christ. The story of Jesus formed
Paul’s message or “gospel” of good news. Paul’s preoccupation with Christ and his
story gave coherence to all his letters and enabled him to translate his message for
each new audience and circumstance. “In many ways . . . Paul was like jazz musician
improvising on a theme. The theme was Christ and his story; the improvisations were
the various ways in which he brought his knowledge of Christ to bear upon the
changing circumstances of his own life and the lives of those in the fledgling
ekkelesia. 30
Andrew D. Clark calls attention to the way in which Paul’s leadership style
developed as a result of his interaction with the communities and congregations where he
labored: “It should also be noted that Paul’s understanding of leadership was not derived
from a theoretical or philosophical exercise conducted in an ivory tower. Rather, it
impinged on and emerged from not only his own successes and inevitable failures or
regrets as a leader, but also the varied and particular situations that he faced.” 31 His point
of reference to address the different situations and challenges in his multicultural ministry
was the story of Jesus: “Every one of Paul’s letters shows him working from the story of
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Jesus to reframe disputes, ideals and expectations in the fledgling ekkelesia.” 32

Paul’s Use of Letters in His Missionary Endeavors
As stated above, Paul has been traditionally viewed as a theologian. However, he
was also a missionary. P. T. O’Brien discusses the issue when he writes,
Although Paul’s writings have been studied closely by missiologists; surprisingly the
missionary dimension of his theology has not always been recognized. In the past he
has been regarded as the creator of a dogmatic, theological system, as a “mystic” (by
the history-of-religions school), an “ecclesiastic,” or a biblical theologian—to name
only a few approaches—but rarely understood by biblical scholars as an apostolic
missionary. 33
O’Brien adds that, since the 1960’s “there has been a paradigm shift and the notion that
Paul was both a missionary and a theologian has gained ground among biblical
scholars.” 34 This thought about Paul demonstrates that he was a practitioner. A careful
reading of his letters reveals the practical aspects of his missionary activities. Samuel
Sandmel observes,
Paul’s Epistles are not straightforward exposition. If we are properly to assess the
content of Paul’s experience and of his statements, we need to remind ourselves that
the Epistles represent random answers to random questions. We need to recognize, as
32
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is now uniformly the scholarly conclusion, that Paul was not a theologian. That is to
say, he was not primarily a systematic thinker, not a definer of terms, and not a
classifier of the views, opinions, and expressions of either contemporaries or
predecessors. 35
Paul’s letters also expose the practical aspect of his ministry. His primary
intention was not to produce theological treatises, but to address realistic events and
problems that were affecting the congregations. Sandmel calls attention to this fact,
The elementary consideration is overlooked that Paul’s letters were, except possibly
in the case of Romans, not premeditated, not tracts designed for eternity, but simply
business letters dealing each with some concrete situation and specific question. In
addition, the Epistles were mostly dictated—and that means that they were not
elaborately edited and re-edited as though they were essays by [a] stylist. Moreover,
as a random collection, they reflect only a portion of Paul’s total thought, not all of
it. 36
R. D. Shaw gives the following insight that confirms the practical nature of Paul’s letters:
Like all true letters, those of St. Paul were occasional in their origin. He did not
compose them as studies in theology, or as treatises on Christian doctrine which he
desired to give to the world: even the Epistle to the Romans is only an apparent, not a
real exception. Events of moment to him and his converts called them into being. He
was appealed to on some point of faith or conduct, and he replied. Or he heard good
news, or received tokens of affection, and he wrote to express his joy, to encourage,
and to exhort. Again, he heard of the presence of teachers who calumniated him,
denied his authority, and undermined the faith of his followers. This drew forth his
bold definitions of doctrine, his impassioned defenses of the gospel, and his no less
impassioned apologies for his own life. 37
John Drane calls attention to the original nature of Paul’s letters,
The fact that these letters (talking about I and II Corinthians and Romans) came to be
accepted as Holy Scripture and admitted to a central place in the New Testament
often tends to obscure for us the fact that they were originally real letters. They are
not simply theological tracts written in the form of letters. Like Paul’s earlier letters
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they follow the normal pattern of ancient letters, and each arose out of a specific
historical situation. 38
The recognition of the practical aspects of Paul’s letters does not deny or
eliminate their theological features. To take this position is to ignore the motif of his call
and sense of purpose. However, Paul’s letters were, in their original context, a practical
and effective ministry tool, which in the course of time became also a source of
theological thoughts. 39 One should recognize that Paul was not a casual letter writer. His
are not simple friendly communications. He wrote to address specific situations that
existed in particular churches. With his letters he sought to extend his influence (often in
an authoritative fashion) in order to assure desired results. He always strives to build up
the congregation addressed. Thus, for Paul the letter was an instrument of his
apostleship. 40 Charles B. Cousar confirms the same idea: “Each of Paul’s letters is
written as a part of an ongoing relationship with a congregation he either has visited or
intends to visit. None is written ‘out of the blue’ or simply to serve as a record of Paul’s
theological thinking.” 41 The same author adds: “The Pauline communities were not
simply the creations of theological ideas; they were also the products of social forces.

38

John Drane, Paul: An Illustrated Documentary of the Life and Writings of a Key Figure in the
Beginnings of Christianity (New York: Harper & Row, 1976), 76.
39

E. Randolph Richards talking about the letters of Paul says: “Narrowing the topic to the letters of
Paul, the older work by Calvin Roetzel continues to be useful. He reminded us that Paul’s letters were ‘half
a conversation,’ and that we have to know some of Paul’s situation to understand his letters.” E. Randolph
Richards, Paul and First-Century Letter Writing: Secretaries, Composition and Collection (Downers
Grove, IL: InterVarsity Press, 2004), 17. In the same work, Richards discusses the position of Adolf
Deissmann who makes the difference between the occasioned papyrus letter and the literary epistles and
frees Paul “from the previous, unfavorable, comparisons to the literary epistles.” One of the conclusions
drawn by Deissmann is that “since Paul’s letters were not literary epistles, they cannot be treated as
theological treatises, even if they later received canonical status.” Ibid., 125.
40

Soards, 32.

41

Cousar, 33.

32

While they were expressions of the body of Christ, at the same time they were
institutions, subject to social analysis.” 42 Dean Flemming says: “If Acts tells us stories of
contextualizing the gospel in evangelistic settings, then Paul’s letters are unrivaled in
offering examples of doing contextual theology for diverse Christian communities.” 43

Paul and His Relation with the Other Leaders
of the Christian Church
Paul was aware of his role as an apostle to the Gentiles. However, he was also
conscious of the implications. He knew that his work on behalf of the Gentiles was not
going to be conducted in isolation. It needed to be conducted in coordination with the
Christian leadership, especially the one based in Jerusalem. Nevertheless, the fulfillment
of this requirement was not an easy task. Paul J. Achtemeier provides some insights on
the issue when he says: “Among the threats to the unity of the early Christian
community, one of the earliest, and surely one of the most decisive, concerned the
relationship between Christians of Jewish and Christians of Gentile birth.” 44 According
to Achtemeier the issue at hand had not only religious but also political implications as
can be seen in the following statement, “Not only is this relationship between Paul and
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Jerusalem a question of the status of Gentile converts, it is in addition part of a larger
problem with which the Jewish people as a whole had to deal, namely, the question of
how many ancestral customs could be compromised, or abandoned, in the face of the
necessity of functioning as part of a Roman province.” 45
Achtemeier summarizes the matter in the following statements: “The issue at the
base was Jewish identity that expressed itself in Torah faithfulness.” 46 There was a
twofold danger for the emergent Christian church:
1. The loss of Jewish identity on the part of the Jewish Christians, with the
subsequent problem of their ongoing relationship with those Jews who sought to
maintain their ancestral religion without bringing down upon themselves the
wrath of the Roman Empire.
2. The division of the Christian community into Jewish and Gentile parts, with the
subsequent danger that, should that division become permanent, any pretense that
the church was able to unite in itself all people would be irrevocably lost. 47
Notice that the first danger is of a broad nature, while the second touches a more
specific aspect of Christian congregations. As can be seen in the following quote, it
seems that the Christian leadership in Jerusalem was more concerned with the first
danger, while Paul was more preoccupied with the second,
The preoccupation of the leadership of the Jerusalem church may well have been with
one aspect of that problem: remaining in contact with the non-Christian Jews,
whatever that might require of [Gentile] converts. Paul’s overriding concern, on the
other hand, may well have been with the other aspect: the problem of a division
within the church into mutually exclusive Jewish and [Gentile] parts if the demands
imposed upon [Gentile] Christians by such continuing contact with non-Christian
45
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Jews were to be theologically unacceptable. 48
These problems were present at all the levels of the Christian Church, but it was
strongly felt at the local level. There was a religious and cultural clash between the
Jewish Christians and the Gentile Christians. This crisis required the intervention of
sound leadership and the application and implementation of the appropriate
methodologies. The ministry of Paul as narrated in the book of Acts and reflected in his
letters was a response to these special challenges. He soon became aware of the fact that
each local congregation has a unique organizational and congregational culture.
Therefore, he adapted his approaches to the conditions of the different situations he had
to face in each congregation. Even the chronological order of the writing of Paul’s
Epistles suggests that his methodologies and strategies were developed in response to
developing crisis and situations in the life of the congregations. 49 It seems that Paul not
only read the Scriptures in order to become a biblically entrenched leader; he was also
able to read the congregations he was trying to lead so he could be relevant in his
approaches and methodologies. He studied the specific background and context of each
congregation, using the story of Jesus as a point of reference, and then proceeded to
develop a leadership strategy and organizational structure that was suitable for that
congregation. He was guided by universal principles, but implemented contextual
methodologies.
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The Threat of Outsiders
Paul was also aware of the danger of outsiders trying to impose beliefs, practices,
and methodologies that were foreign to the local congregations. These outsiders came
from different backgrounds: (1) non-Christian Jews, (2) Christian Jews, (3) Gentile
Christian, and (4) non-Gentile Christians. Paul saw that the beliefs and practices that
each of these groups was trying to introduce in the local congregations were not only
dangerous, but had also the capacity to influence the local way of doing church. The
Christian values that Paul had taught the new believers from the beginning of his work
among them were in danger of being eliminated and substituted by concepts that were
foreign and in opposition to God’s principles. On the other hand, these outsiders had not
taken into consideration the unique social and political setting of the congregations they
were trying to influence. They just wanted to indiscriminately push their agenda without
any regard to the indigenous organizational and congregational culture of the local
churches. A reading of the book of Acts and the Pauline epistles indicates that, unlike
Paul, the Christian-Jews did not have the disposition to contextualize the message of the
gospel to reach the Gentiles. They also showed a lack of willingness to contextualize
their methodologies and practices when they came into contact with the Christiangentiles. On the contrary, they tried to impose their ways upon the leadership and
administration of the new congregations. They seemed to ignore the uniqueness of the
local church. Paul’s efforts, on the other hand, were precisely directed to strengthen this
local unique identity. 50
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The Use of Contextualization in the
Seventh-day Adventist Church
The example of Paul and his approach in the areas of mission and ministry have
inspired many Christian missionaries throughout history. His use of contextualization
has been a point of reference for the Christian church in general and for the Seventh-day
Adventist Church in a special manner. The Seventh-day Adventist Church has the
conviction that its mission is clearly defined in the Three Angels’ Messages of Revelation
14. The message of the first angel contains the geographical and ethnic specifications of
the target of this proclamation. “Then I saw another angel flying directly overhead, with
an eternal gospel to proclaim to those who dwell on earth, to every nation and tribe and
language and people” (Rev 14:6). The Seventh-day Adventist Church has been able to
fulfill this mission with success. The use of contextualization has played an important
role in this process. Commenting about the position of Ellen G. White on this issue,
Reinder Bruinsma says: “In Ellen White’s days contextualization had not emerged in its
present form. However, she repeatedly stressed the need for cultural adaptation in
missionary work.” 51 Bruinsma uses the following two quotations from Mrs. White to
confirm his point:
1. The servants of Christ should accommodate themselves to the varied conditions
of the people. They cannot carry out exact rules if they meet the cases of all.
Labor will have to be varied to meet the people where they are. 52
communities is as essential, and prior, task that crucially forms the context for, and informs, the subsequent
theological task of reconstructing the theory. However, it is often the case, both in the church and in the
academy that the earlier, historical task is often either overlooked or avoided or even confused with the
latter, theological task. It will be important throughout this study to build carefully on historical analysis of
the nature of the Pauline community.” Ibid.
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2. The people of every country have their own peculiar, distinctive characteristics,
and it is necessary that men should be wise in order that they may know how to
adapt themselves to the peculiar ideas of the people, and so introduce the truth
that they may do them good. They must be able to understand and meet their
wants. 53
Borge Schantz offers a background of these statements by Mrs. White and
elaborates on their implications when he writes, “This statement, written at the time our
church really was getting involved in world mission, calls for missionaries to adjust their
message to their targeted society. She does not say that Adventism with its concept of
unity should expect different nationalities to adopt one special “Adventist world culture.”
Instead, gospel workers should adapt themselves to the peculiar ideas of the people. In
other words, cultural differences require different methods of presenting the truth.” 54
Schantz adds that even when she did not articulate the terms anthropology or incarnation,
she was definitely following the concepts that they suggest when approaching a different
culture. 55
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Schantz continues: “Ellen White reveals in such statements that she had an instinctive
anthropological sense. She did not assume it possible to transmit the pure message of the Bible without
modification for the hearer. Jesus Christ in His incarnation completely identified Himself with us so He
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The Concept and Application of Contextualization
Bruinsma offers this brief background about the origin and meaning of
contextualization in missions,
The word contextualization was first introduced in 1972 in a report of the Third
Mandate of the Theological Education Fund, an agency of the World Council of
Churches. Whereas indigenization was seen as a rather static concept, the term
contextualization was coined to express a more dynamic relationship to cultures,
suggesting that cultures are in a constant flux that necessitates an ongoing process of
relating to them. 56
He further explains: “Contextualization is, in fact, translation. Concepts,
expressed in particular words, symbols, rites, etc., first in the culture of the Bible, and
second, in the culture of the missionary, must be translated into dynamic equivalents in
the culture of the evangelized. Words have different meanings and connotations in
various cultures.” 57 Jon Dybdahl offers this suggestion about the dynamics that are
present in the process of contextualization,
I suggest that the best vehicle for contextualization is a trialogue―an ongoing threeway conversation among the Bible, the missionary, and the missionized. Thus
theology, ethics, and church life can be contextualized to the receivers' situation while
remaining consistent with Bible truth and with worldwide members in other cultures.
Such a trialogue not only contextualizes the theology of the missionized but in fact
enriches the theology of the missionary. At the same time it preserves the centrality
of Scripture and the unity of the body. 58
Schantz states that what makes the implementation of the process of
contextualization difficult is usually the classic attitude assumed by the missionary which
becomes an obstacle in this communication trialogue:
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Western Christianity assumes that many of its customs are spiritual absolutes even
though they are not mandated in the Holy Scriptures. Among these customs are
church architecture, church dedications, dress styles, worship format, manner of
prayer, male-female roles, clergy-laity roles, funeral rites, wedding ceremonies,
church officers, church budget, frequency of Communion services. These elements
of our church life have their proper places―we could hardly imagine Adventism
without them. However, let us remember that Western culture has placed its stamp
on many customs that Inspiration neither enjoins nor condemns. 59
The missionary has the responsibility to become aware of his or her own cultural
distinctive features and look for ways of adapting them to the context where he or she is
trying to serve.

The Use of Contextualization in the Global Mission
The Seventh-day Adventist Church has been viewed by many as representing a
specific culture (Western/American) and trying to impose this culture as an absolute to its
converts. Owen McIntyre expresses this sentiment in the following statement,
“Adventists have strongly emphasized their uniqueness and have expected their converts
to adhere to that style of uniqueness, even though it was forged in one specific context.” 60
He continues, “An ambiguous understanding of justification and sanctification has
resulted in an inordinate concern for outward expressions of holiness, which again are
principally defined by one context. And lastly, an institutionalized concern for the
continuity of the church structure and its tradition is unfavorable to varieties of
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expressions.” 61 McIntyre notes that a slow but increasing process of change is taking
place,
However, as the center of gravity of Adventism has significantly shifted away from
North America, Adventists have begun to come to a greater realization of what it
means to be a “world church.” Today there is a far greater recognition of the diversity
of cultures represented within Adventism, and perhaps an increasing recognition of
the need for at least some degree of contextualization within each culture. As the
Seventh-day Adventist denomination moves into what appears to be an
unprecedented growth phase, questions about approach to different cultures are being
asked. 62
The fast and dramatic growth of the global work has created an increasing
awareness and exposure of the Church to different cultures.

The Use of Contextualization in the Local Congregation
Until this point the present discussion of contextualization has been concentrated
in the global mission endeavors of the church. However, the principles of
contextualization have their place in the local congregation also. Scalise shows how the
implications of culture go beyond geographical aspects when he states:
The increasing mobility of people and cultural commodities in an age of globalization
complicates theological approaches that rely upon geographical boundaries for
cultural identity. A complex mosaic of cultural identities characterizes many local
communities. A wide range of diverse groups may struggle to live together
peacefully in a single geographically defined community. Therefore, contextual
models are also organized around a particular aspect of human identity or social
location, rather than merely around geographical boundaries. For example, race or
gender often serves as the principal organizational focus for a contextual approach to
theology and ministry. 63
Krikor Haleblian’s definition of contextualization reveals its usefulness in the
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context of the local congregation: Contextualization is “that discipline which deals with
the essential nature of the gospel, its cross-cultural communication, and the development
and fostering of local theologies and indigenous church forms. In this definition, we see
the supracultural, the transcultural, and the cultural.” 64 Nehemiah M. Nyaundi
advocates the need for the use of contextualization in the local church when he writes,
Though professional training received at college or seminary is essential, pastors who
become successful quickly learn the art of taking what they have learned and practicing it
in the context of their congregation and of the culture in which they serve.
Contextualization provides relevancy to ministry. In other words, pastors need the ability
to move from the theoretical knowledge acquired in an academic setting to the real-life,
practical setting where ministry becomes meeting the various needs of a congregation. 65
Nyaundi offers advice for those who are starting their ministries: “Beginning
pastors need to have adequate knowledge of the society in which they are serving. They
must be able to meet the believers where they are. They need to identify the dietary
habits, working routine, seasonal pastimes, and other distinctive cultural practices that are
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unique to the people they serve.” 66 Nyaundi continues: “The gospel must remain pure,
but the way in which it is presented in a given context can, and, indeed, must change.” 67
Bert B. Beach comments about a task that needs to be performed by ministers and
that it is intimately connected with the process of contextualization: “Much less familiar
to many ministers is a method for exegeting the situation in their congregation.” 68 Bertil
Wiklander talks about the appropriate use and role of methods and stresses the need for
adaptation,
Anything to save people! No method or technique is holy. These are simply tools
that are chosen or discarded depending on their effectiveness in reaching lost people.
Paul’s incarnational ministry aimed at saving the lost—even at the cost of changing
his methods to meet people where they were and help them understand. This is what
Jesus refers to when He says we must leave the 99 sheep and go after the lost one. 69
The contextualization of methodologies and strategies have its place in the
effectiveness and advance of both the global and local mission of the Church.

Challenges to the Use of Contextualization in Ministry
While the need for contextualization in ministry is a constant reality, it is also
accurate to say that many leaders and members in the Seventh-day Adventist Church do
not feel at ease with this idea. Dybdahl discusses the reason for many Seventh-day
Adventists feeling uncomfortable with the idea of innovating or adapting their
approaches in ministry and to contextualize the methods or programs in order to reach
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their targeted audience. He explains these attitudes when he talks about the different
levels in which contextualization can operate. He enumerates the three major spheres
where gospel contextualization can take place:
1. Church life: includes the realms of hymnody, architecture, worship style,
ecclesiastical structure, methods of governance, decision-making, etc.
2. Ethics: involves the standards and moral life of the church.
3. Theology: includes doctrinal beliefs, statements of faith, and explanations about
God. 70
Dybdahl adds that “while to some extent these areas overlap, each presents its
own special challenges, contextualization should take place in all three spheres.” 71 The
following statement by Dybdahl goes deeper into the subject,
A strange anomaly exists. Traditionally for Adventists the theological sphere has
been the central core of our identity. The ethical sphere is a close second, while
church life would clearly be third in the minds of most. This seems to imply that
contextualization in church life is the easiest and that contextualization in the sphere
of theology would require the most care and effort. In real life the opposite is often
true. Adaptations for the sake of the gospel in church life are often harder for people
to relate to than theological contextualization.72
Dybdahl explains the reasons for the difficulties in contextualizing church life this way,
Church life is hard to contextualize because it is visual and affects the way people
actually live their lives. Theology, on the other hand, is not as concrete and visible in
daily life. Whether we are dealing with church life, theology, or ethics, God has
called us to communicate our message in a powerful, contextualized way for the sake
of the gospel, even if we meet with misunderstanding. 73
This issue constitutes a major obstacle to the use of contextualization in the area
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of church life at the local congregation.

Conducting Responsible Biblical Contextualization
The above discussion demonstrates the place that contextualization can have at
both the global and the local level. However, it is also pertinent to add that the use of
contextualization in our task as leaders must be done in a manner that will respect the
biblical teachings and principles. Paul Hiebert advocates for what he calls critical
contextualization.74 He places critical contextualization as the right alternatives between
two extreme and wrong approaches: Reject the old and accept the old. Hiebert explains
that in critical contextualization “the old is neither rejected or accepted uncritically. It is
explicitly examined with regard to its meanings and functions in the society, and then
evaluated in the light of biblical norms.” 75 The following figure shows a comparison
between these three approaches.

Figure 1. Types of contextualization.
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These guidelines presented by Hiebert can serve as a safeguard against the
misused or abuse of contextualization. It shows that the Bible and its principles must be
used as the criterion as we approach the practices and beliefs of the context in which we
are serving as leaders.

A Case Study
A brief reference to a case study is presented here to illustrate the use of
contextualization in the Seventh-day Adventist Church.
Roland M. Smith76 writes about his experience when he was a pastor in West
Virginia. Two years after baptizing fifty-nine people in his churches through an
evangelistic effort, only thirty remained in the church. His concerns and serious
reflection about this issue led him to conduct a practical and academic investigation that
was eventually transformed into a Doctor of Ministry research project. His findings
guided him to the conclusion that there was a cultural element at the core of the matter.
He expresses his initial concerns in the following statement.
The interviews, instead of providing a solution, increased my puzzlement. Why had
so many of these people failed to make the transition into our church? Could it be that
the style of doing things and the pattern of relationships fostered in the Adventist
Church in Appalachia were just too unusual and demanding for them to adjust to?
Was it possible that the Adventist churches in this area had slowly absorbed the wider
American Adventist culture, and that this had resulted over time in a cultural distance
from the people of Appalachia? These were only hunches based on limited
experience and a relatively small sample population. 77
Smith’s case is an example of the concepts presented in this theological reflection.
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His encounter with cultural and sub-cultural elements in the congregations in which he
was serving encouraged him to conduct an exegesis of the congregation’s culture. After
conducting this procedure, Smith arrived at several conclusions, but most of all was
confronted with questions. His questions contain in them some practical suggestions. He
asks how workers can be enabled to reach a level of sensitivity that makes them
understanding leaders. 78 Then he proceeds to present some advice for the leadership at
the conference level: “Our conferences could make available to workers a collection of
the most important publications on their field and their culture. Incoming workers should
be alerted to the characteristics of given cultures and inducted into some kind of
information and sensitivity-generating program. This could be done partly in seminars in
cross-cultural ministry at ministers’ meetings.” 79 Smith continues by stressing the
importance of the personal involvement of ministers in the process. He writes, “The truth
is, however, that there is no substitute for patiently exposing oneself as completely as
possible to the actual life of the people. Immersing oneself with acceptance,
appreciation, and love into the daily world of the people one is serving will go far in
changing the sense of strangeness the people might feel in their new church.” 80
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Summary and Conclusions
The reality that the church has both global and local characteristics is
demonstrated in Smith’s case. The proclamation of the gospel must be conducted at both
levels through the use of the appropriate methodologies and approaches. The examples
of Jesus, the early Christian church and its leaders, especially Paul, in contextualizing the
presentation of the gospel to their targeted audience, must be taken into consideration by
global and local missionaries and leaders. Jesus’ incarnational ministry demonstrates the
effectiveness of becoming one with those He wanted to reach. In the words of Schantz:
“On earth Christ became one in culture and custom with the people He came to save (see
John 1:11-14; Phil 2:5-11). His lifestyle, practices, language, and illustrations were
immersed in Palestinian culture, Jewish traditions, and Hebrew worldview.” 81 Paul, says
Schantz; “accommodated himself and his message to the various cultures, even religions,
of his prospective converts.” 82
Paul was called by God to be the apostle to the Gentiles. Through the anointment
and guidance of the Holy Spirit, he was equipped to fulfill this mission at the global and
local level. He did not only concentrate his efforts in a correct understanding of the Holy
Scriptures and its message, he also strove to make an exegesis of each congregation. In
this way he could understand the unique organizational and congregational culture of
each church and was able to develop a sound leadership strategy that was appropriate and
functional.
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Ellen G. White’s advice in this regard has proven to be of practical use for the
fulfillment of the global mission of the Seventh-day Adventist Church. Its missionaries
have been able to make some advances and have learned to value the use of
contextualization. The same principles can be useful also in the context of the local
congregation. Each congregation has its unique story, context, and individuality. The
implementation of methods, approaches or tools that are foreign to the distinctive
congregational setting can be counterproductive. The fact that they were successful in
another context does not assure their functionality in all the contexts. Their use may
produce results in the short range, but they do not create the sense of ownership in the
congregation, which is really what brings lasting results.
Each congregation must be guided in a process of self-realization and selfdiscovery. This will produce a consciousness of the church’s place and role in God’s
purposes, and maturity to develop its own strategies, methods and goal setting in
harmony with other congregations that also belong to His kingdom. This congregational
consciousness will be immediately perceived by those who come in contact with it
because it brings clarity and vision. Richard Southern and Robert Norton propose that
recognition of the uniqueness of each congregation constitutes the base for genuine
growth: “The key to growth lies in understanding a congregation’s unique identity,
which is found in its spiritual DNA—specifically, in its values, mission, and vision.” 83 It
is important not to ignore this principle in the task of leading the local congregation. It
can assist the pastor or leader in developing a creative and relevant ministry. The
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purpose of the present work is to create the awareness of the presence and influence of
cultural elements of various natures and origins in the local congregation. Israel Galindo
calls attention to the temporary and local aspects of congregations when he states:
While a congregation is a legitimate and authentic expression of Church, at the same
time, it is no equivalent to it. The local congregation is subject to hidden life forces
that affect its temporal and contextual setting. As such, it is both a limited and selflimiting relationship organism rather than an eternal organization. Congregations are
particular in that they are unique social institutions. They are gatherings for people
who share particular faith stances and beliefs shaped by the cultural circumstances of
their life patterns—some of which are more overtly “Christian” than others. 84
Galindo presents the following statement as a warning for local leaders:
“Congregational leaders ignore the hidden life of the congregation to their own peril, and
to the detriment of the congregation.” 85 The identification and clarification of the culture
of a congregation is part of a process that requires the investment of energy and time.
However, it is worth the effort because it provides the leader and the congregation with
valuable information that can facilitate the elaboration and implementation of the
appropriate strategic planning.
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CHAPTER III

LITERATURE REVIEW

Introduction
The literature review contained in this chapter is concentrated on four main
subjects: (1) theories of organizations and change, (2) organizational/corporate culture,
(3) congregational culture, and (4) leadership theories and approaches. A review of the
literature on the subject of theories of organizations and change is pivotal for the present
work. It provides a general understanding of the different descriptions and views about
the nature of organizations and the great variety of approaches and strategies used in the
management of organizational change. The purpose of reviewing the literature on the
subject of organizational/corporate culture and congregational culture is mainly to
demonstrate that there is a general consensus about the existence of cultures and
subcultures in organizations and institutions of any kind. It is my intention to create the
awareness that Christian organizations and institutions are not the exception. There is the
presence of cultural and sub-cultural elements in religious organizations and institutions
at all levels.
The acknowledgment of the existence of culture and subcultures in secular and
religious organizations creates the need for the review of the literature on the subject of
leadership theories and approaches. It is important to identify and understand the role of
leadership in the formation, management, and/or change of culture in organizations and
51

institutions especially in the setting of the local congregation. It is pertinent to say that
these subjects have been studied and applied in so many different fields that a literature
review of this nature will be, consequently, a multidisciplinary task. The literature
review contained in this chapter reflects this reality. It gleans principles that have been
researched and tested in manifold fields such as management, education, health, and the
military, among others.

Organizational Theories and Change
Any attempt to manage or lead an organization of any kind must be grounded in a
clear definition and understanding of what constitutes an organization. The current
literature review unveils the fact that the approaches and strategies of organizational
change used by practitioners in different organizational fields have evolved from
definitions and descriptions about the nature of organizations. Ann Rowe presents an
example that validates this reality. Referring to “Taylor’s scientific management theory,”
Rowe says that this theory works with
the assumption that a good organization is like a well-oiled machine. This machine
will have a designer, usually the Chief Executive, who specifies the parts, what they
will do and how they interact (Morgan 1986, Pratt et al. 1999). Hierarchical in
nature, with high levels of bureaucracy, this organization will have a senior
management team who create detailed instructions for those below them to carry out.
Middle managers in such organizations act as engineers, monitoring and maintaining
the machine, identifying breakdowns and fixing them. 1
Rowe then explains how this conception of the organization shapes the change
approaches and strategies to be used.
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The use of a traditional industrial machine-like model of organizations leads one to
approach change as a predictable and linear process, initiated and controlled by those
in senior positions. Plans can be made and, if followed, the expected change will
result. Any problems will be the result either of a lack of clarity regarding
expectations or an inability or refusal to undertake the actions prescribed. Such
problems can be remedied with improved communication and staff performance
management. 2
Rowe offers an example of a non-traditional organizational conception:
An alternative metaphor has recently been used to describe organizations, that of the
living or complex adaptive system (Kernick 2002). Within this framework,
organizations are characterized as living entities or organisms existing within a
complex ecosystem. In any ecosystem, individual organisms are independent and
have their own identity, yet coexist and are dependent on each other for the
maintenance of the whole system and therefore their survival. The living entities
interact with the environment and are affected by it, creating a balance of
interdependent elements (Levin 1998). 3
These two opposite metaphors of organizations are among a number of theories
that, once adopted, give birth to different paradigms of organizational change. These
theories have their roots in an ample spectrum of fields of study such as science,
sociology, etc. They have in a sense, revolutionized the way organizations are viewed, as
Rowe explains: “Insights from complexity science have been used to view organizations
differently (Lewis 1994). Van Eijnatten et al. (2003, p. 361) asserted that an organization
can be seen as a ‘complex, dynamical, non-linear, co-creative, far-from-equilibrium
system . . . an intelligent entity in which chaos and order always and forever co-exist.’” 4

2

Rowe, 398.

3

Ibid.

4

Ibid. Rowe elaborates: “Interactions within a complex system produce largely unpredictable
outcomes, or ‘emergent behaviours’ (Burton 2002; Harkema 2003). Stacey (2003) highlighted the
importance of simple rules within these systems, ‘[CASs] have a large number of agents, each of which
behaves according to some set of rules. These rules require the agents to adjust their behaviour to that of
other agents’ (Stacey 2003, p. 287). As a result of responses to these rules, orderly patterns of behaviour
emerge in a process of self-organization. The behaviour of flocking birds, colony building termites and
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A prearranged conception about the nature of organizations will also shape its definition.
This makes impractical the use of a universal definition of what an organization is
because that definition will be embedded in a specific field of study. Chistiane Demers 5
analyzes four general perspectives from which organizations have been studied. 6

Table 1. Perspectives about Organizations
Adaptation or
Selection
Rational Adaptation
Organic Adaptation
Life Cycle
Population Ecology
New Institutionalism

Transformation or
Evolution
Configurational Approach
Cognitive Approach
Cultural Approach
Political Approach

Natural Evolution

Social
Dynamics

Behavioral Learning
Approach
Evolutionary Approach
Complexity Approach

Radical
Approach
Postmodern
Approach
Discursive
Approach
PracticeCentered
Approach

Evaluation of Change Models
and Approaches
The above theories about organizations are the basis of an array of change models
and approaches. W. Warner Burke advises that before any leader chooses and
implements a model for organizational change, that leader must address the following
questions:
1. In what kind of theory is the model grounded?
computer viruses have all been cited as examples of such systems (Plsek 2001, Burton 2002, Englehardt &
Simmons 2002a).” Ibid., 398.
5

Christiane Demers, Organizational Change Theories: A Synthesis (Thousand Oaks, CA: SAGE
Publications, 2007).
6

See appendix B for a detailed overview of each perspective.
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2. Does the model consist of the most relevant and key factors or components? For
example, is the mission included?
3. Is the model merely descriptive, or is it prescriptive? That is, for performance to
be optimized or for change to be effective, are there certain components in the
model that are more important or carry “heavier weight” than other factors? For
example, is culture more important than strategy or structure, or vice versa?
4. Are there any unique features of the model? 7
Burke proposes that “any human organization is best understood as an open
system. An organization is ‘open’ because of its dependency on and continual interaction
with the environment in which resides. Closed systems exist only in the world of
nonliving matter.” 8 The concept of the organization as an open system is congruent with
the general definition of organization theory proposed by a consensus of scholars:
“Organizational theory is the study of how organizations function and how they affect
and are affected by the environment in which they operate.” 9 The following statement

7

W. Warner Burke, Organization Change, Theory and Practice (Thousand Oaks, CA: SAGE
Publications, 2002), 15. Burke states that “a useful organizational model is one that simplifies and at the
same time represents reality, a conceptual framework that ‘makes sense’ to people who work in
organizations and help them organize their realities in ways that promote understanding and action for
change.” Ibid. He summarizes it in a very practical way when he says: “A model is only as good as its
usefulness.” Ibid. Moreover, Burke advocates for an approach to organizational change that does not limit
itself to the traditional view of organizations. He says that “organization change is too complex to rely
solely on the traditional literature in areas such as organization theory, organizational behavior,
organization development, and strategic management. . . . The life sciences and theories related to chaos
and nonlinear systems are more useful for our understanding and application.” Ibid., 17. Continuing with
this line of thought, Burke comments that “the standard literature for organization theory based in part on
sociology and related disciplines emphasizes stabilization and not organization change. So, an additional
choice is to rely on disciplines aligned with open system theory, which is rooted in the life sciences.” Ibid.,
43.
8

Ibid.

9
Gareth R. Jones, Organizational Theory, Design, and Change: Text and Cases (Upper Saddle
River, NJ: Prentice Hall, 2004), 8. Poole et al. propose four criteria that adequate research on change and
development processes should satisfy: (1) Explanations of change and development should incorporate all
types of forces that influence these processes, (2) explanations of change and development should
incorporate a generative mechanism suitable for organizational contexts, (3) research designs should
capture data directly from the process through which development and change occurs. Process theories of
development and change can be adequately evaluated only if research is focused where the “action” is and
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reveals the open nature of organizations and its implications in the development of
appropriate theories and models of change:
Most current theories of change did not address how change occurred, but rather
focused on identifying causes of change. As we pursued our research, we became
convinced that such theories were unsatisfactory because they did not take into
account important characteristics of change processes, including their path
dependence, the powerful influence that a single critical event often had on the
direction and impacts of change, and the role of human agency in molding change
according to plans or implicit models. 10
Any attempt of change intervention must be grounded in a clear understanding of
the nature of organizations.

Contingency and Contextual Models
and Approaches of Change
Nigel Leppitt calls the attention to the importance of recognizing the specific
context of the organization and the need to consider the use of contingent models: “The
considerable similarities observed between change management models leads to the
conclusion that a more comprehensive integrated model should be developed and tested.
This includes the importance of identifying the context for change as a prerequisite for
change design. Initial research validated the use of an extended list of critical success
factors and the utility of a new model for initiating change and reinforced the importance
of a contingency paradigm.” 11 Leppitt presents a crucial statement in relation to the

(4) analytical methods should be able (a) to discover patterns in complex process data and (b) to evaluate
process explanations. Ibid., 4.
10

Marshall Scott Poole, Andrew H. Van de Ven, Kevin Dooley, and Michael E. Holmes,
Organizational Change and Innovation Processes: Theory and Methods for Research (Oxford: Oxford
University Press, 2000), v.
11

Nigel Leppitt, “Challenging the Code of Change: Part 1. Praxis Does Not Make Perfect,” JCM 6,
no. 2 (2006): 121. Mary Jo Hatch presents an overview of the origin and nature of the contingency theory:
“Contingency Theory arose in the 1960s when empirical studies challenged the classical management
belief in finding the one best way to organize. Those who promote it believe that the most appropriate way
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nature of organization theories: “There is a difference between theories that observe how
organizations adapt and evolve and theories that prescribe management intervention.” 12
Leppitt summarizes in one sentence the central assertion of the contingency model, “The
contingency approach would argue against a single generic change on the basis that it
cannot be generalized to every context.” 13 And he concludes by stating that: “Overall the
trajectory of contingency theory is towards change management approaches that vary by
situation and context, with the goal of aligning change approach with the organization in
question.” 14
Leo Donaldson explains the nature and rationale of the contingency model of
organizational theory: “The essence of the contingency theory paradigm is that
organizational effectiveness results from fitting characteristics of the organization, such

of designing and managing an organization depends upon the characteristics of the situation in which the
organization finds itself. In other words, organizational design is contingent upon many factors, including
the environment, goals, technology, and people, and effective organizations are those in which these
various elements are aligned. . . . Contingency theorists try to identify the key contingencies in each
situation (the pieces of the puzzle) and try to determine the best fit between them. You can usually identify
a contingency approach by the general phrase ‘If this situation exists . . . then this should be done.’” Mary
Jo Hatch, with Ann L. Cunliffe, Organizational Theory: Modern, Symbolic, and Postmodern Perspective
(Oxford: Oxford University Press, 2006), 41.
12

Leppitt, 12. Leppitt also refers to the work of Siegal et al., who investigated the link between
organizational development approaches and the management change. Leppitt comments on the prescriptive
and sequential features that characterizes their proposed model, “Logically, this model is focused on
addressing the issues that arise as organizations go through a change process and the ‘model’ prescribes:
(1) the management of people; (2) management of the organization; and (3) evaluation of the results of any
change programme as a way of conceptualizing change. This model encapsulates many of the high level
ideas associated with the organizational development approach to change management. Ibid. In regard to
the weakness implied in the prescriptive nature of this model, Leppitt says, “Weaknesses have been
discussed in organizational development theory, such as the tendency for such prescriptive models to be
based upon the experience of specific organizations (Mento et al., 2002). However, as the research base has
extended, more attempts have been made to generalize organizational development approaches (Kanter,
2002; Beer, 2001; Kotter, 2002), which has resulted in a number of generic change management models
with a strong organizational development emphasis.” Ibid.
13

Ibid., 133.

14

Ibid., 135.
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as its structure, to contingencies that reflect the situation of the organization (Burns and
Stalker 1961; Lawrence and Lorsch 1967; Pennings 1992; Woodward 1965).” 15
Donaldson continues his discussion presenting the role that the contingencies play in the
shaping of the organization:
Therefore the organization becomes shaped by the contingencies, because it needs to
fit them to avoid loss of performance. Organizations are seen as adapting over time
to fit their changing contingencies so that effectiveness is maintained. Thus,
contingency theory contains the concept of a fit that affects performance, which, in
turn, impels adaptive organizational change. This results in organizations moving
into fit with their contingencies, so that there is an alignment between the
organization and its contingencies, creating an association between the
organizational characteristics (Burns and Stalker 1961; Woodward 1965; Van de Ven
and Drazin 1985). 16
Donaldson also confirms and elaborates on Leppitt’s position: “Contingency
theory is to be distinguished from universalistic theories of organization, which assert
that there is ‘one best way’ to organize, meaning that maximum organizational
performance comes from the maximum level of a structural variable, for example,
speculation (Taylor 1947).” 17 The idea of a universal method or approach is
incompatible with the contingency theory.

15

Leo Donaldson, The Contingency Theory of Organizations (Thousand Oaks, CA: Sage
Publications, 2001), 1, 2.
16

Ibid., 2.

17

Ibid., 3. He gives a brief description of the classical view of management, “Classical
management is an earlier organizational theory that argues that maximum organizational performance
results from maximum formalization and specialization (Brech 1957), and it is therefore a universalistic
type of theory. Similarly, neo-human relations is also an earlier universalistic type of organizational theory,
which argues that organizational performance is maximized by maximizing participation (Likert 1961).”
Ibid., 3, 4. Donaldson then presents a comparison of the classical management approach with the
contingency theory, “Contingency theory differs from all such universalistic theories in that it sees
maximum performance as resulting from adopting, not the maximum, but rather the appropriate level of the
structural variable that fits the contingency. Therefore, the optimal structural level is seldom the maximum,
and which level is optimal is dependent upon the level of the contingency variable.” Ibid.
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Organizational/Corporate Culture
Early in the decade of the eighties special attention was placed on the subject of
organizational or corporate culture. 18 The following statement provides a general
explanation about the existence and role of culture in organizations:
Since the dawn of human social systems, culture has existed to help people deal with
the uncertainty and ambiguity of their existence. Culture develops naturally when
groups of humans come together. Members of formal organizations face
uncertainties and ambiguities much like those that exist in the larger social system.
Thus, it is not surprising that organizations develop distinctive cultures as part of the
mechanism for managing the environment. 19
Buono and Bowditch say: “The basic proposition that organizations have cultural
properties, that they breed meanings, values and beliefs, that they nurture stories, myths
and legends, and that they abound with rites, rituals, and legends, and ceremonies are
experiencing rapid acceptance and popularity.” 20 These theories try to explain the role
that organizational culture plays in the life of any organization: “Strategy formulation,
preferred leadership styles, and accepted ways of accomplishing tasks, among other
central facets of organizational life, are felt to be reflections of a particular organization’s
culture.” 21 Buono and Bowditch add that “this ‘normative glue’ holds an organization
together through traditional ways of carrying out organizational responsibilities, unique

18

Throughout this work both terms, organizational culture and corporate culture, will be used to
refer to the same concept. I have also found two ways of spelling: (1) organizational and (2) organisational.
Both of them will be used in this work. Editor’s note: With a “z” it is the American way of spelling; with
the “s” it is the British way of spelling. Therefore, unless it is quoted material, I have made sure that it is
spelled with a “z” each time.
19

B. J. Hodge, William P. Anthony, and Lawrence M. Gales, Organization Theory: A Strategic
Approach, 5th ed. (Upper Saddle River, NJ: Prentice Hall, 1996), 265.
20

Buono and Bowditch, 134.

21

Ibid., 135.
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patterns of beliefs and expectations that emerge over time, and the resultant shared
understandings of reality at given points in time.” 22

Background to the Study of
Organizational/Corporate
Culture
Kim S. Cameron and Robert E. Quinn declare that “it was not until the beginning
of the 1980s that organizational scholars began paying serious attention to the concept of
culture.” 23 According to these authors, “this is one of the few areas, in fact, in which
organizational scholars led practicing managers in identifying a crucial factor affecting
organizational performance.” 24 They say that organizational culture “has been an area in
which conceptual work and scholarship have provided guidance for managers as they
have searched for ways to improve their organization’s effectiveness.” 25 Cameron and
Quinn also explain why organizational culture was an overlooked factor in the study of
organizations: “The reason organizational culture was ignored as an important factor in
accounting for organizational performance is that it refers to the taken-for-granted values,
underlying assumptions, expectations, collective memories, and definitions present in an
organization.” 26 They add that “unfortunately, people are unaware of their culture until it
is challenged, until they experience a new culture, or until it is made overt and explicit
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Buono and Bowditch, 137.
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Kim S. Cameron and Robert E. Quinn, Diagnosing and Changing Organizational Culture
(Reading, MA: Addison-Wesley Publishing, 1999), 14.
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through, for example, a framework or model.” 27
Gabrielle O’Donovan traces the origin of the study of culture in organizations as
early as 1966: “Marvin Bower of McKinsey provided some of the first building blocks
for understanding organizational culture. He established leader’s philosophies and values
as the steer which guides ‘how we do things around here’ in successful organisations.” 28
According to O’Donovan, “In the 1980s more comprehensive studies on the essence of
organizational culture emerged and analysts put forward divergent views on the essence
and elements of this phenomenon.” 29 O’Donovan also explains the two models cited in
the business literature:
A. In 1982, Deal and Kennedy’s model of the essence of culture focused primarily
on tangible manifestations and management controls, plus the passing on of myths
and legends by the workforce. This model was inspired by the methods of
anthropologists in the late twentieth century and reflects the underlying
assumption that people are externally driven, responding to forces around them. 30
B. In 1985, Edgard Schein of MIT put forward his perspective on the essence of
organizational culture. Schein recognized that people are internally driven and
identified different levels of culture which would allow us deeper diagnosis and
understanding of the issue. To Schein, ritual ceremonies and artifacts are tangible
27

Cameron and Quinn, 14.

28

Gabrielle O’Donovan, The Corporate Culture Handbook: How to Plan, Implement and Measure
a Successful Culture Change Programme (Dublin, Ireland: The Liffey Press, 2006), 79.
29

Ibid.
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Ibid. The following statement by Deal and Kennedy illustrates their position: “Companies that
have cultivated their individual identities by shaping values, making heroes, spelling out rites and rituals,
and acknowledging the cultural network have an edge. These corporations have values and beliefs to pass
along―not just products. They have stories to tell―not just profits to make. They have heroes whom
managers and workers can emulate―not just faceless bureaucrats. In short they are human institutions that
provide practical meaning for people, both on and off the job.” Terrence E. Deal and Allan A. Kennedy,
Corporate Cultures: The Rites and Rituals of Corporate Life (Reading, MA: Addison-Wesley Publishing
Company, 1982), 15. Statements of this nature confirm the connection between the study of organizational
culture and concepts used in the field of anthropology. Kanji and Yui say that “the concept of culture,
which is now considered for the theory of organisations has its origin within anthropology.” Herguner and
Reeves, 46.
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components of organizational cultures but are not the heart of the matter. 31
The study of organizational culture did not emerge in a vacuum. William G.
Ouchi and Allan L. Wilkins made the following statement in the abstract of their work on
organizational culture, “The contemporary study of organizational culture reflects several
hotly contested concerns, among which are the following: Can culture be intentionally
managed? Must culture be studied using the tools of the phenomenologist or the
ethnographer, or does the use of multivariate statistics also have a place? Which social
science paradigm is most appropriate for understanding organizational culture:
phenomenology, symbolic interaction, semiotics, structural functional anthropology,
cognitive psychology?” 32 Ouchi and Wilkins present a general summary about the origin
and nature of the concept of organizational culture:
1. The study of organizational culture is an interdisciplinary task. It is evident that
the students of organizations use and implement tools and concepts from different
sources.
2. The study of organizational culture is influenced by different streams within a
given discipline. Ouchi and Wilkins comment, “The influence of sociology on
the study of organizational culture has been broad and direct. As a consequence,
it is difficult to characterize a few main streams of effect. The several streams of
work that have been most influential―the study of myth and ritual, symbolic
interaction, ethnomethodology, and the study of organizations as institutions―are
so interrelated that we have chosen to recount their effects in the form of an
interpretative history rather than as separate schools of thought.” 33
3. Organizational culture is viewed by some as the latest development in the study of
certain aspects of organizations, “The study of organizational culture is perhaps
best understood as only the latest turn in the struggle between explicit and rational
31

Herguner and Reeves, 46.
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William G. Ouchi and Alan Wilkins, “Organizational Culture,” ARS 11 (1985): 457.

33

Ibid., 462.
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views of organization on the one hand and implicit, non-rational views on the
other.” 34
4. The students of organizational culture approach their task with the distinctive
premise that culture can be purposively managed, “The contemporary student of
organizational culture often takes the organization not as a natural solution to
deep and universal forces but rather as a rational instrument designed by top
management to shape the behavior of employees in purposive ways.” 35
The above are general principles about the concepts of organizational culture in
relationship with management and leadership.

Definitions of Organizational Culture
The majority of the exponents on the subject of organization culture offer their
own definitions of culture. Some prefer to borrow their definitions from others as a
starting point for new insights and applications on the subject. Daniel R. Benson offers
the following definition and explanation,
Culture refers to the underlying values, beliefs, and principles that serve as a
foundation for an organization’s management system as well as the set of
management practices and behaviors that both exemplify and reinforce those basic
principles. These principles and practices endure because they have meaning for the
members of the organization. They represent strategies for survival that have worked
36
well in the past and that the members believe will work again in the future.
Edgar Schein, who is regarded as an expert in the subject, describes
organizational culture as “a pattern of basic assumptions―invented, discovered, or
developed by a given group as it learns to cope with its problems of external adaptation
and internal integration―that has worked well enough to be considered valid, and
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Daniel R. Benson, Corporate Culture and Organizational Effectiveness (New York: John Wiley
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therefore, to be taught to new members as the correct way to perceive, think and feel in
relation to these problems.” 37 Jerome Want defines corporate culture as
the collective belief systems that people within their organization have about their
ability to compete in the marketplace―and how they act on those belief systems to
bring value-added services and products to the marketplace (the customer) in return
for financial reward. Corporate culture is revealed through the attitudes, belief
systems, dreams, behaviors, values, rites, and rituals, of the company, and most
especially through the conduct and performance of its employees and management. 38
Another definition is also relevant here: Organizational culture is a two-level
construct that includes both observable and unobservable characteristics of the
organization. At the observable level, culture includes many aspects of the organization
such as architecture, dress, behavior patterns, rules, stories, myths, languages, and
ceremonies. At the unobservable level, culture is composed of the shared values, norms,
beliefs, and assumptions of organizational members. Culture is the pattern or
configuration of those two levels of characteristics that orients or directs organizational
members to manage problems and their surroundings. 39

The Importance of Understanding Culture
According to the supporters of the concept of organizational culture, its
knowledge is vital for the organization itself and especially for those who are in
leadership positions. Schein says, “If we understand the dynamics of culture, we will be
less likely to be puzzled, irritated, and anxious when we encounter the unfamiliar and
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Edgar H Schein, Organizational Culture and Leadership (San Francisco: Jossey-Bass
Publishers, 1992), 373-374.
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J. Want, Corporate Culture: Illuminating the Black Hole (New York: St. Martin’s Press, 2006),

42.
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seemingly irrational behavior of people in organizations, and we will have a deeper
understanding not only of why various groups of people or organizations can be so
different but also why it is so hard to change them.”

40

According to Schein, the first task

of any leader is to try to understand the culture of the organization he or she intends to
lead. He says that “culture matters. It matters because decisions made without awareness
of the operative cultural forces may have unanticipated and undesirable consequences.”

41

He even implies that knowledge of the culture in organization can give the leader the
capacity to anticipate and even solve some problems before they appear as can be seen in
this statement: “The argument for taking culture seriously, therefore, is that one should
anticipate consequences and make a choice about their desirability.”

42

Pacanowsky and O’Donnell-Trujillo stress the importance of approaching culture
in the right manner: “Organizational culture is not just another piece of the puzzle, it is
the puzzle. From our point of view, organizational culture is not something an
organization has; a culture is something an organization is.” 43 Linda Smircich and Marta
Calas support this proposal when they say that “we should not think of culture as some
kind of thing, container, or possession.” 44 Reflecting on Bate’s concept of culture,
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Elsmore goes further in his suggestion of the right approach to culture, “We need to think
about organizations being cultures rather than having cultures; the task for the cultural
strategist is not to think about culture, but to think culturally.” 45 Deetz and others say
that “culture should not be thought of as a product that an organization has; rather culture
is the ongoing process of what an organization is.” 46

The Formation of an Organizational Culture
The awareness of the existence and role of culture in organizations direct the
student to a logical question: How is culture formed or developed? Culture is a complex
subject. Several elements are present in the formation of culture. The external and
internal circumstances that surround an organization at the time of its founding play a
role in the development of its culture.

The Role of the Leader and the Members
The literature on culture reveals the active part that both leaders and members of
the organization play. This role seems to be more intentional and thus more open to be
managed. Referring to the role of the leader, Schein explains: “Organizational cultures
are created in part by leaders and one of the most decisive functions of leadership is the
creation, the management, and sometimes, even the destruction of culture.”

47

Schein

comments about the interaction between the group and the leader or leaders, “The
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Stuart P. Bate, Strategies for Cultural Change (Oxford, UK: Butterworth-Heinemann
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strength and degree of internal consistency of a culture are therefore, a function of the
stability of the group, the length of time the group has existed, the intensity of the group’s
experiences of learning, the mechanism, by which the learning has taken place, (i.e.)
positive reinforcement and clarity of the assumptions held by the founders and leaders of
the group.” 48 E. Ogbornna says in this regard, “Organizational cultures are the outcomes
of the interweaving of an individual into community and the collective programming of
the mind that distinguishes members. . . . It is the values, norms belief and customs that
an individual holds in common with other members of a social unit or group.” 49
Schein talks about the role of both leaders and members in the creation of a
culture,
I believe that cultures begin with leaders who impose their own values and
assumptions on a group. If that group is successful and the assumptions come to be
taken for granted, we have then a culture that will define for later generations of
members what kind of leadership is acceptable. The culture now defines leadership.
But as the group encounters adaptive difficulties, assumptions are no longer valid;
leadership comes into play once more. Leadership now is the ability to step outside
the culture that created the leader and to start evolutionary change processes that are
more adaptive. 50
48

Edgar H. Schein, “Organizational Culture,” AP 45, no. 2 (February 1990): 109-119, quoted in
Elsmore, 10.
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Schein, Organizational Culture and Leadership, 2. Schein’s view on the formation of culture in
organization can be summarized in four stages: 1. The first stage revolves around issues of dependency and
authority. The question of who will lead the group (or organization) is the focal point. The group looks for
someone to give it direction. The type of person who is selected to lead is indicative of many values and
norms of the group or organization. 2. The second stage involves the “confrontation of intimacy, role
differentiation (and) peer relationship issues. The group is successful and the members like each other,
3. Creativity and stability issues must be confronted. The group or organization begins to cope with the
innovative approaches that brought its initial success as that innovation and creativity come into conflict
with the needs for order and stability. 4. The organization or group matures only to encounter a
confrontation of survival and growth issues. The organization or group learns whether it is flexible and
adaptable to changing conditions in the surrounding environment or whether its very survival will be
questioned. Hodge et al., 267-268. Jerome Want’s following comment helps us to understand what Schein
says about the role of the leader in the formation of culture in organizations, especially in their early stages:
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The awareness about the role that leaders and members play in relation to
organizational culture can be of great assistance for those who want to understand or
manage organizations.

Organizational Culture Concepts and Applications
The fact that leaders and members alike play a key role in the formation of the
culture of organizations is seen by many as a rationale to search for practical applications
in regard to leadership, “Human beings are more than rational creatures. They are not
animated machines. How employees personally feel, think, and see the company and
their work has a significant impact on the character and quality of their work, their
relation to management and their response to innovation and change. Culture is a
concept many have found useful and necessary to understanding, managing, and
strategically changing organizations.” 51

Elements of Culture
“The term elements of culture may be defined as various facets or windows that
reveal the cultures of an organization.” 52 Schein describes organizational culture as
consisting of three levels:
1. Artifacts and creation such as technology, art, and behavior patterns.
2. Values held collectively by the group.

“This is where the new culture starts to form and is best managed and directed by leadership. At no other
time will the founder be able to exercise greater leadership over the culture-building process.” Want, 49.
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3. Basic assumptions held by the group members concerning relationship to the
environment; the nature of reality, time, and space; the nature of human nature
and activity; and the nature of human relationships. 53
Another way of looking at these elements of culture is as falling into five
distinctive, but interrelated categories.

Table 2. Elements of Culture
Values
Symbolic Elements
Role Elements
Interactive Elements

Master Element
Symbols, Stories, Language, Metaphors
Heroes, Outlaws
Rituals, Informal Rules, Organizational
Communication Style
Organizational Communication Style
History, Place

Context Elements

Applications
The exponents of the subject of organizational culture have borrowed most of
these concepts and terminology from the field of anthropology. They are applying these
principles to the study of organization in the same manner that the anthropologists use
them to study the different cultures of the world. Although the theories about
organizational culture are relatively new and still under study, many are applying them in
leading organizations. In a sense, they are more practitioners than theorists. However,
both practitioners and theorists are learning from each other. The focus of the different
theories and applications of the concept of organizational culture is in the creation, study
and, if necessary, the change or destruction of the culture of organizations. The authors
and promoters of the different models base their efforts on the premise that their model
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will bring effectiveness to leadership in organizations. “The way organizational members
think and feel influences the relation to the market, workplace performance, adaptability,
and workforce development and commitment. A positive business strategy and positive
corporate culture go hand in hand. An effective strategy must grow out of the culture and
the culture must be strategically shaped.” 54 This last statement summarizes the
justification for engaging in the study of organizational culture. The leader or leaders’
objective is to bring effectiveness to their respective organizations, so they can be able to
fulfill their missions and achieve their goals.

Conducting an Organizational
Culture Analysis
Driskill and Brenton suggest five steps to conduct an effective cultural analysis:
(1) understand the concept of culture, (2) gain an awareness of major cultural elements,
(3) use multiple data collection methods, (4) develop your interpretation of the culture,
and (5) identify applications. 55 The idea that several authors advocate is that any
procedure used to gain a deep understanding of the culture of an organization must not be
limited to a single technique, but employ several methods. Driskill and Brenton propose
that the students of organizational culture ought to employ “observation, interviews,
surveys with open ended questions that initiate narrative responses and systematic
analysis of organizational texts.”56 They also say that “the only ways to gain
information, to make sense of an organization is to observe, ask questions, and/or ask
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someone else to observe or ask questions for us.” 57 The following statement by the same
authors further advocates the need for a variety of approaches: “The idea of multiple
methods is called method “triangulation” and suggests that rather than relying on
perceptions from a single method, such as surveys, the effective cultural analyst uses
additional methods, such as observations, to enrich the data set.” 58 There are several
roles that the student of organizational culture can play in the task of examining the
culture of an organization (see table 3). 59 Hodge and others suggest that a culture audit
can be conducted using either an informal or formal method. 60 They say that an informal
audit is usually conducted by an individual within the organization. On the other hand
the formal audit is conducted by the top management. 61

Table 3. Roles in the Study of an Organization
ROLE
Complete Observer
Observant-Participant
Participant-Observer
Complete Participant

DESCRIPTION
You observe the culture with or without the organization’s
knowledge and without direct interaction with members.
You would let members know they are being observed, and
you would partially participate with them in the organization.
You let the members know they are being studied, and you
become fully involved in the organization.
You become fully involved without letting members know
your observation efforts.
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Practical Use of the Findings
After a cultural analysis has been conducted, the logical question is: How to use
the knowledge and insights gained? Perhaps the most difficult conclusion to accept after
a realization of the importance of a culture audit is that it is counterproductive to begin to
formulate and implement strategies and methods, without having a clear understanding of
the culture of the organization. The advocates of organizational culture studies say that
leaders who make the effort to study the culture of their organizations will be able to:
1. Have a correct assessment of the type of leadership that is most dominant
and appropriate in organizations.
2. Have the knowledge and the tools to create a positive culture in the
organization. 62
According to Deetz et al., the leader who has the ability to observe the culture in
organization will be able to see it as something positive or negative depending on the
circumstances.
Culture can be viewed as an asset because it eases and economizes communication,
facilitates organizational decision making and control, and may generate higher levels
of cooperation and commitment in the organization. The stronger the culture, the
greater the efficiency. On the other hand culture is a liability when shared beliefs and
values interfere with the needs of the business and of the company and the people
who work for it. 63
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Congregational Culture: The Church as an Institution
The church is the body of Christ, but it is also an institution, an organization.
David O. Moberg presents the importance of understanding this reality.
It is not possible to understand the church without understanding its relationship with
the rest of society. Regardless of its doctrinal beliefs, organization, and practices,
every church is in the world and cannot ignore it. It operates in a social environment
which exerts various pressures upon it, subjects it to many limitations, and provides a
framework of general conditions for its formation, development, and survival.
Society outside the church provides the people, economic resources, means of
communication, and freedom without which it could not exist. Effective
churchmanship requires knowledge of this cultural milieu. 64
The same author gives a detailed description of the organizational and institutional nature
of each church.
Each church is a primary medium for fostering, preserving, renewing, and expressing
religious experience. To perform such functions, a church necessarily becomes an
organized body of human beings, as evidenced by numerous features. It has, for
example, a structure upon division of labor between leaders, officials, and members,
the sets of different tasks to be performed, and the apparatus for performing them. A
Church has an organized round of life which focuses upon its meetings, ceremonies,
and rituals. It has a shared body of beliefs and values in the form of creeds, doctrines,
and tenets; it has sets of rules and regulations to guide the activities of people within
it. 65
The notion that a church is and functions as an organization is felt by its members and
those who are connected to them.
Members have a sense of identity, a feeling that theirs is a religious organization
distinct from other churches and groups. A church acts to preserve itself and to
protect and advance its interests. Such features are found in every religious group,
whether it is a simple primitive sect or a huge, complex denomination. They signify
that the church by its very being is a social organization. 66
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This statement presents the fact that the church in general and each individual
congregation in particular needs the structure that any secular institution or organization
needs to fulfill its mission. It also shows that each congregation not only exerts an
influence in the community and society where it serves, but it is at the same time shaped
and affected positively or negatively by them.
A church in its development and functioning is subject to the play of social processes
which operate in all social institutions. As an operating organization, each church
develops a structure, forms a body of beliefs and values to which it is committed,
creates sets of rules and operating procedures, forms conceptions of its mission, faces
tasks and problems set by the world in which it operates, and devises policies and
procedures to deal with those tasks and problems. In meeting these requirements of
its life, a church, like other social institutions, must be recognized as an organization
made, and continually remade by men. 67
Moberg implies that the task of the church in developing and functioning as an
institution is not the exclusive responsibility of the leader. “The inner structure which is
formed, the rules and regulations which are established, the means which are fashioned to
nurture and sustain religious beliefs, the purposes and goals which are cultivated, the
policies and procedures which are devised, and the sense of identity which is developed
are all products of collective effort by the people who comprise the church.” 68

The Uniqueness of Each Congregation
Graig L. Nessan says that “congregations do not exist in a vacuum but are situated
inextricably in a culture.” 69 Therefore the first task of a leader is to recognize the
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uniqueness of each congregation. A review of the literature of congregational studies
reveals that each congregation has its own unique culture. Israel Galindo confirms this
idea,
While all churches share the same mission, congregations are not monolithic: Each
congregation has a distinct identity, resides in a particular context at a particular time
in history, and is a unique embodiment of the body of Christ. Therefore, to the extent
that a congregation is faithful to its calling to be the Church in its particular context,
however it chooses to work out the mission and mandate of God, that unique identity
is an authentic expression of the Christian Church. 70
Galindo elaborates and presents the implications for the congregational leader,
The numerous elements that combine to make up a congregation—its history, size,
location, member demographics, identity, and culture—means that no two
congregations are likely to be the same, though many may share similarities. The
challenge for congregational leaders, then, is to give constant attention to the
congregation’s interpretation of, and faithfulness to, its calling to be the body of
Christ in its particular context.71
Dave Fleming presents several questions in regard to this subject,
What’s wrong with being a cool church’s clone anyway? Aren’t God’s principles
universal? Don’t they work anywhere and everywhere? Yes, certain principles are
timeless. But the gospel is to be contextualized in your community in ways it cannot
be contextualized in others. It’s not possible for your church to become the cool
church’s clone because it exists in a different spot on the space-time continuum in our
society. You face unique people and situations that require your church itself to be
unique. 72
Fleming talks about the other side of mission: “The other side invites us to discover our
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communal identity. In fact, it might be better to say that identity should occur just a little
ahead of activity in the pursuit of mission.” 73 Harold J. Westing presents the need for
understanding context before developing strategies for the congregation,
If you are going to understand your church sufficiently before designing a philosophy
of ministry, you are going to need to look at it through four dimensional glasses or
lenses: the national and local contextual lenses and the national and local institutional
lenses. Each one is separate, yet in a sense, each one significantly influences the
others. . . . Every economic change within a region and every demographic change in
America will influence your congregation, whether you are aware of it or not. 74
He goes further and says: “Every community in America has a different personality, just
like every church has its own personality. If a church is going to make an impact on its
society, it needs to culturally reflect, as reasonably as possible, the same culture as its
community.” 75
James P. Wind says,
Cultural differences have been facts of life in our congregations for as long as we can
remember. In the 1970s, however, a handful of anthropologists and ethnographers
began to study local congregations in the way that their colleagues would study
remote tribes in Africa or South America. Careful field work, shelves of field notes,
and long-term people-watching from close proximity are the hallmarks of this kind of
study. The work of these congregational ethnographers has helped undermine a
longstanding interpretation of congregational life. 76
Wind describes how in the 1960s there was a generalized idea among sociologist and
even theologians that all congregations were homogeneous. However he made the
following description of what began to happen in the 1970s,
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A decade later a handful of anthropologists and sociologists began to see something
else. They described how congregations built worlds of belief and value of their own,
how each fashioned itself out of a particular amalgam of personal stories,
denominational heritages, local history and larger cultural events. Their discoveries
bring into view the distinctive character of the congregation and challenge us to stop
taking these institutions for granted. 77
The implications of these findings are many and affect the way ministers prepare
themselves to lead the congregation. Wind adds,
These explorations of congregational culture also challenge those who lead these
institutions—and those who seek to shape their leaders—to learn to read a new kind
of text: a congregation. The discovery of congregational culture poses an
interpretative challenge as sizable as that presented by the scriptures themselves.
Think of how much we invest in preparing people to read the scriptures. We need to
make an equal investment in preparing people to interpret congregational life. 78
According to Wind, ministers and congregations are usually involved in a cultural clash:
“At the seminary, students learn distinct styles of worship, varieties of biblical
hermeneutics, modes of theologizing, approaches to pastoral care and models of
leadership.” 79 He makes the following observation: “I would suggest that very little
attention is paid to equipping people to ‘read’ the local cultures they are going to serve.
Instead, seminarians are taught a variety of techniques and insights that they are to apply
to their local congregations, as if one size fits all.” 80 Wind describes the approaches to
congregations used in his generation,
The assumption was that the pastor brought the truth with him or her, and that the
congregation needed to have this truth, this way of constructing the world, imposed
77
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upon it. The possibility that a congregation might already have a healthy sense of
mission, that it might already know the gospel, and that it might have embedded
within its culture the great marrow of the Christian tradition was overlooked in the
face of the repertoire of new techniques and insights that the graduate was wanting to
use. 81
Joseph R. Jeter Jr. confirms that the reasons for many of the conflicts that occur in
congregations are rooted in cultural differences that are not easy to be identified
superficially. He says, “Most cultural clashes occur on the internal, unconscious level—
on the instinctual level where folk are not even aware of why they feel the way they do.
. . . Culture has different degrees of visibility, so that a congregation that looks the same
may still experience ‘culture wars’ and strain with the proverbial six degrees of
separation.” 82
The tendency when discussing culture is to associate the term with race and
ethnicity. However, as Jeter comments the implications of culture are more extensive:
“Culture can also be associated with many other phenomena that may cut across racial,
ethnic, or geographical designations, or may exist independently of them, . . . in the broad
sense, almost all congregations are multicultural.” 83 Leonora Tubbs Tisdale addresses
the issue of congregational culture and its implication in the area of preaching,
Preaching at its best . . . is not only attentive to universal human concerns or to
individual human needs and issues. Preaching also addresses groups of peoplecorporate bodies—who in certain respects, are like some others. Preaching addresses
“cultures” or “subcultures”—communities who share common lifestyles,
81
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assumptions, and values that both unite them with one another and that differentiate
them from other such subgroups.” 84
Tubbs says that when the preacher pays attention to the cultural aspects of the
congregation his or her capabilities are enhanced: “A focus upon the ‘cultural’ in
preaching pushes the Pastor toward the kind of priestly listening that moves beyond the
bounds of universals and individuals to consider communal traits and characteristics that
unite members with one another and with other societal and ecclesial communities of
belief and practice.” 85 The awareness of the cultural aspects of a congregation assists the
preacher in avoiding generalizations not only in his preaching but also in his or her other
responsibilities in leadership.
A focus upon the cultural in preaching encourages the preacher to recognize that
some of “the universals” she or he assumes in preaching may not be universals at
all—but beliefs and values that are interpreted through a very particular cultural lens
and vision. A focus upon cultural in preaching encourages the preacher to address the
congregation—a distinctive and unique community of faith that is, itself, in certain
respect “like no others. 86
Tubbs’ studies in congregational culture guided her to the same conclusion about
the distinctiveness of every congregation: “A congregation is held together by much more
than creeds, governing structures and programs. At a deeper level, it is implicated in the
symbols and signals of the world, gathering and growing them in the congregation’s own
idiom.” 87 Tubbs presents the importance of studying the culture of a congregation: “By
attending closely to the signs and symbols of its corporate life and by interpreting (and
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reinterpreting) their meaning, the student of a culture can discern what a community
believes and values, what it is that gives one community its distinctive character in
relation to another.” 88 According to Tubbs there are two fields that can inform the pastor
about congregational subculture: (1) cross-cultural missions and (2) congregational
studies. 89 She explains,
By carefully attending to that “persistent set of beliefs, values, patterns, symbols,
stories and style that make a congregation distinctively itself,” the local Pastor can
deepen understanding regarding the operative assumption’s attitudes and actions.
Congregational studies—particularly as informed by cultural anthropology and
sociology—offers valuable assistance to the local Pastor who is seeking to better
understand and preach within the “strange new world” of an alien congregation. 90
Wind corroborates the importance of an understanding of the culture of the
congregation as one of the pillars for a sound and relevant leadership. “Before changing
a congregation, those who take congregational culture seriously must understand it. The
posture of the teacher-leader shifts from being truth bringer to truth discoverer. Instead
of being the dominant figure who imposes interpretation from the outside, the pastor
becomes the servant leader who nurtures a process of cultural formation and
negotiation.” 91 Wind also encourages congregational leaders to equip themselves with
new and appropriate tools as they approach their task.
Those who teach and lead must learn new skills and develop new perspectives. If
congregations are local cultures with deeply embedded narratives, worldviews,
folkways and rituals, then we need new hermeneutical abilities. Daunting as it may
88
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sound those who lead congregations in our multicultural age must learn basic
ethnographic sensibilities and skills. They need to identify the variety of worldviews
and systems of belief that are at work in their pluralistic environment. 92

Congregational Cultural Analysis
Borrowing from the ethnographer methodology, Tubbs observes: “In carrying out
the task of ethnography the preacher, like the cultural anthropologist, adopts a
‘participant-observer’ field method.” 93 She also adds that because of their position and
relationship to the congregation, pastors can function in a unique position as insiders and
outsiders at the same time. 94 These are just some suggestions that can assist the student
of congregational culture in the analysis of any congregation. However, as Tubbs says in
the following statement, this task requires the use and implementation of different
approaches: “Just as no single approach is adequate for interpreting biblical text, so no
single approach is adequate when it comes to interpreting living bodies as complex,
dynamic, and multidimensional as local congregations.” 95 The next table presents four
entry points that Tubbs suggests we can use for congregational analysis.
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for the analysis of culture. 4. Don’t shy away from complex texts (such as rituals or rites of passage). While
being more difficult to analyze, they may also be more revelatory of the complexities of congregational
meaning. 5. Attend not only to texts that are disclosive of identity (worldview, ethos, values), but also to
texts that are disclosive of social change. 6. Take notice of events and activities. 7. Take notice of key
people. Ibid., 62-76.
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Table 4. Entry Points for Congregational Analysis 96
POINT OF ENTRY
Program

Process

Social Context
Identity

DESCRIPTION
Those organizational structures, plans and activities
through which a congregation expresses its missions
and ministry both to its own members and those
outside the membership.
The underlying flow and dynamics of a
congregation that knit it together in its common life
and affect its morale and climate.
The setting, local and global, in which a
congregation finds itself and to which it responds.
The persistent set of beliefs, values, patterns,
symbols, stories and style that make a congregation
distinctively itself.

Leadership Concepts and Approaches to Culture
Once a leader realizes the existence and vital role that culture plays in the
formation, shaping, and even the destruction of an organization, it is confronted with the
need to search for the most appropriate and relevant leadership styles, models, and
approaches. Most of all, this acknowledgment has the potential to stimulate the leader to
redefine what leadership is all about and can lead him or her to ask: Can culture be
managed?
The subject of leadership has been the object of continuous research for centuries.
Many theories have emerged about a theme of such great importance and relevance. Ivan
Yardley and Derrick J. Neal describe the different settings in which the subject has been
evaluated: “Leadership has been an intensely scrutinized subject over many years; both
academics and business practitioners have found value in developing a better
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understanding of the subject.” 97 Peter G. Northouse says that “despite the multitude of
ways that leadership has been conceptualized, the following components can be identified
as central to the phenomenon of leadership: (a) leadership is a process, (b) leadership
involves influence, (c) leadership occurs within a group context, and (d) leadership
involves goal attainment.” 98 Northouse then offers a definition of leadership: “Based on
these components . . . leadership is a process whereby an individual influences a group of
individuals to achieve a common goal.” 99 The emphasis of the leadership has been
gradually shifting from the individual abilities to other important areas related to
organizational and sociological features. This shift has been more evident in the
theoretical discussion. However, its application is still neglected or ignored and even
rejected by a considerable number of leadership practitioners. The following statement
describes how the traditional view and application of leadership, with its stress on the
personality of the leader, does not take into consideration the cultural milieu of
organizations. “Leadership research has always had the element of psychology
associated with it in the different theories of traits, dispositions, motivations, etc., but
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these theories focus on the individual psyche of the leader. There has been sporadic
research carried out using theories of organizational culture and situational strength and
these focus on the psychological process of leadership.” 100 The idea that leadership is an
innate capacity with which a person is born has had its influence in the formation and
training of leaders. Traditionally, leaders have been encouraged to learn, master and
apply universal and proven methods which will guarantee automatic results at any place,
time and circumstances. 101
In the past three decades there has been a growing interest in the study of
leadership in relation to the culture of organizations. These studies have identified
several types of organizational culture which serve to determine the type of leadership to
be used. The following list presents some of the different cultures that have been
identified in organizations: (1) process-oriented versus results-oriented, (2) employeeoriented versus results-oriented, (3) employee-oriented versus job-oriented, (4) parochial
versus professional, (5) open versus closed system communications, (6) loose versus tight
(bureaucratic) control, and (7) normative versus pragmatic. 102
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Studies have also demonstrated that the external context, such as the national
culture, can influence the culture of an organization, which has implications in the efforts
of transplanting leadership styles from one country to another: “The ideal culture for a
corporation is dependent upon the organization’s internal and external environments.
There is plenty of evidence that supports the belief that the socio-cultural (national
cultural values) sector is a major influence on the organization’s systems (Daft,
1995).” 103 There is a growing interest in the study of the role that culture plays in the
emergence, formation, and execution of leadership. Masood et al. confirms this idea:
Among the most successful leadership models is a group characterized as
contingency or situational models. The common theme of these models is that there
is not one best way to lead; effective leaders adapt their behaviours to each unique
situation. . . . Situations may be defined entirely in terms of rule. Rules may specify
what should and should not happen, what should be worn, and how to deal with
different situations. 104
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These authors present the link between the transformational leadership approach or
model and cultural issues. “An important source of insight into the dynamics of
transformational leadership is provided by research and theory on organizational culture.
. . . Organizational culture is the ‘glue’ that holds the organization together as a source of
identity and distinctive competence.” 105 However, the consideration and implementation
of this approach in the context of culture have been widely researched. In this regard,
Y. L. Jack Lam comments:
Resting on the premise that leadership exists in all societies and is essential to the
functioning of organisations within societies (Wren 1995), researchers begin to search
for personal characteristics that match the quality of transformational leadership
(Hater and Bass 1988; Fiol et al. 1999). These scholars soon realize that cultural
groups vary in their conceptions of ideal or effective leaders and this raises the
probability that transformational (ideal/effective) leaders may have differing cultural
profiles (Bass 1990; Hofstede 1993). 106
The above statement shows the importance of studying leadership in the context of its
relationship with culture.

GLOBE Project: A Case Study
One example of in-depth theoretical and empirical research of this nature is
Project GLOBE (Global Leadership and Organizational Behavior Effectiveness).
GLOBE “is a multi-phase, multi-method project in which investigators spanning the
world are examining the interrelationships between societal culture, organisational
culture, and organisational leadership. One hundred and fifty social scientists and
management scholars from sixty-one cultures representing all major regions of the world
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Masood et al., 943.
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Y. L. Jack Lam, “Defining the Effects of Transformational Leadership on Organizational
Learning: A Cross-cultural Comparison,” SLM 22, no. 4 (2002): 442.
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are engaged in this long-term programmatic series of cross-cultural leadership
studies.” 107 Javidan and others give a detailed explanation of the GLOBE Project. It
might be noted that the GLOBE Project has been called “the most ambitious study of
global leadership.” “Our world-wide team of scholars proposed and validated an
integrated theory of the relationship between culture and societal, organizational, and
leadership effectiveness. The 170 researchers worked together for ten years collecting
and analyzing data on cultural values and practices and leadership attributes from over
17,000 managers in 62 societal cultures.” 108
Robert House and others state that the GLOBE Project objectives are “to develop
an empirically based theory to describe, understand, and predict the impact of specific
cultural variables on leadership and organisational processes and the effectiveness of
these processes.” 109 According to them the specific objectives include answering the
following fundamental questions:
1. Are there leader behaviors, attributes, and organizational practices that are
universally accepted and effective across cultures?
2. Are there leader behaviors, attributes, and organizational practices that are
accepted and effective in only some cultures?
3. How do attributes of societal and organizational cultures affect the kinds of leader
behaviors and organizational practices that are accepted and effective?
4. What is the effect of violating cultural norms relevant to leadership and
organizational practices?
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Robert J. House, Mansour Javidan, and Peter Dorfman, “Project GLOBE: An Introduction,”
APIR 50, no. 4 (2001): 491.
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the Beholder: Cross Cultural Lessons in Leadership from Project GLOBE,” AMP 20 (2006): 69.
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5. What is the relative standing of each of the cultures studied on each of the nine
core dimensions of culture?
6. Can the universal and culture-specific aspects of leader behaviors, attributes, and
organizational practices be explained in terms of an underlying theory that
accounts for systematic differences across cultures? 110
Robert House and others explain the GLOBE conceptual and theoretical model.
“The theoretical base that guides the GLOBE research program is an integration of
implicit leadership theory (Lord & Maher, 1991), value/belief theory of culture
(Hofstede, 1980), implicit motivation theory (McClelland, 1985), and structural
contingency theory of organisational form and effectiveness (Donaldson, 1993; Hickson,
Hinings, McMillan, & Schwitter, 1974).” 111
They say that “the central theoretical proposition of the integrated theory is that
the attributes and entities that distinguish a given culture from other cultures are
predictive of the practices of organisations and leader attributes and behaviors that are
most frequently enacted, acceptable, and effective in that culture.” 112 According to Globe
researchers, the integrated theory consists of the following propositions, which are also
shown in the system:
1. Societal cultural values and practices affect what leaders do.
2. Leadership affects organisational form, culture, and practices.
3. Societal cultural values and practices also affect organisational culture and
practices.
4. Organisational culture and practices also affect what leaders do.
110

House et al., “Project GLOBE,” 492-493.

111

Ibid., 499.

112

Ibid., 499, 501.

88

5. Strategic organisational contingencies affect organisational form, culture, and,
practices and leader behaviors.
6. Strategic organisational contingencies affect leader attributes and behavior.
7. Relationships between strategic organisational contingencies and
organisational form, culture, and practices will be moderated by cultural forces. 113
Javidan and others made the following statement: “It has been pointed out that
managerial leadership differences (and similarities) among nations may be the result of
the citizens’ implicit assumptions regarding requisite leadership qualities.” 114 They
proceed with a theoretical consideration,
According to implicit leadership theory (ILT), individuals hold a set of beliefs about
the kinds of attributes, personality characteristics, skills, and behaviors that contribute
to or impede outstanding leadership. These belief systems, variously referred to as
prototypes, cognitive categories, mental models, schemas, and stereotypes in the
broader social cognitive literature, are assumed to affect the extent to which an
individual accepts and responds to others as leaders. 115
They then explain how Project GLOBE has used this theoretical framework in their
research.
GLOBE extended ILT to the cultural level of analysis by arguing that the structure
and content of these belief systems will be shared among individuals in common
cultures. We refer to this shared cultural level analog of individual implicit
113

House et al., “Project GLOBE,” 502. GLOBE was able to empirically verify ten culture clusters
from the 62-culture sample. These culture clusters were identified as: (1) Latin America, (2) Anglo,
(3) Latin Europe (e.g., Italy), (4) Nordic Europe, (5) Germanic Europe, (6) Confucian Asia, (7) SubSaharan Africa, (8) Middle East, (9) Southern Asia, and (10) Eastern Europe. Javidan et al., “In the Eye of
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leadership theory (ILT) as culturally endorsed implicit leadership theory (CLT).
GLOBE empirically identified universally perceived leadership attributes that are
contributors to or inhibitors of outstanding leadership. 116
Javidan and others add: “Convincing evidence from GLOBE research showed that people
within cultural groups agree in their beliefs about leadership; these beliefs are represented
by a set of CLT leadership profiles developed for each national culture and cluster of
cultures.” 117
A careful analysis of the GLOBE Project research and conclusions confirms even
more the thesis that the planning and execution of leadership strategies must take into
consideration the cultural factor.
An inescapable conclusion is that acceptable management practices found in one
country are hardly guaranteed to work in a different country. Should we also expect
that leadership processes, like management practices, are similarly influenced by
culture? The answer is yes; substantial empirical evidence indicates that leader
attributes, behavior, status, and influence vary considerably as a result of culturally
unique forces in the countries or regions in which the leaders function. 118
Javidan and others echo the concerns and warnings shared by many scholars when they
say “cultural specifics are real and woe to the leader who ignores them.” 119

Conclusions
The purpose of the present literature review is to create an awareness of the
existence and influence of different and sometimes opposing theories on organizational
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theory, leadership, and organizational and congregational culture. Practitioners of
leadership in all kinds of organizations and contexts can be benefited by becoming
acquainted with these concepts and theories. This will allow them to understand the
theoretical framework of the different change models and approaches that exists today.
Most of all, it will assist them in accurately reading their organizational contexts and
therefore implement the most appropriate and relevant leadership styles and strategies.
As far as the context of the present work is concerned, the information and
insights gathered from this literature review are also useful for those who minister in the
Hispanic churches in the North American Division as they are constantly faced with the
challenge of leading people that come from different backgrounds and who bring with
them different concepts about leadership and church organization.
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CHAPTER IV

DESCRIPTION OF THE RESEARCH PROJECT

The purpose of this chapter is to present an account of the implementation of the
research project at the Durham Spanish Church. The research was centered in the
identification of the organizational and congregational culture of this church. My
foremost assumption was that a research of this nature was essential and had to precede
the implementation of any type of attempt to integrate others into the congregation. The
sequence of this chapter is the following:
1. Profile of Durham, North Carolina.
2. Profile of the Hispanic population of Durham, North Carolina.
3. Profile of the Durham Spanish Church.
4. A detailed account and evaluation of steps and actions taken in the six stages
that were part of the Research Project Process.
5. A general summary of the whole process.
One distinctive feature of this Research Project Process is that it is an alternate
combination of theories and hypotheses and the implementation of strategies,
methodologies, and tools, each one informing and gaining insights from the other.
However, I want to establish the fact that the most preeminent role in this whole process
is played by two pivotal sources of counsel, information, and guidance: the Bible and the
writings of Ellen G. White. This chapter serves as a platform for the recommendations of
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a practical and effective integration program that is presented in chapter 5.

Profile of Durham, North Carolina
The city of Durham, known as the City of Medicine 1 and the Bull city 2 “began in
the early 1850s as a stop for the North Carolina Railroad, on land donated by Dr. Bartlett
Durham, for whom the city is named. It incorporated in 1869, and in the ensuing years
its economy grew to be based on the tobacco and textile industries.” 3 The city of
Durham, with an estimated population of 225,093 4, is located in central North Carolina
and it is the seat of Durham County, on the Eno River and the Piedmont Plateau. 5 Both
Duke University and North Carolina Central University are located in Durham.

Profile of the Hispanic Population in Durham
The Hispanic population of Durham has experienced an impressive growth since
the 1990s. This growth has been a key factor in the cultural diversity of the city:
An important topic related to the cultural diversity of Durham County is the growing
Hispanic population. This topic was brought up repeatedly by both service providers
1

“With the birth of the Research Triangle Park (RTP) in the 1950s, Durham began to take on a
new look that has evolved into a global center for information technology, biotechnology, pharmaceuticals,
and medicine. The City of Durham is known as the “City of Medicine,” with healthcare as a major industry
including more than 300 medical and health-related companies and medical practices with a combined
payroll exceeding $1.5 billion annually. Since its founding in 1924, Duke University has grown into one of
the most prestigious private universities in the world and its medical center ranks annually among the top in
the nation.” City of Durham, North Carolina, “About Durham: Technology and Medicine,” http://www
.durhamnc.gov/about/ (accessed June 18, 2009).
2

The name originated from the image of a bull used in the label of one of the Tobacco industry
products. Ibid.
3

MSN Encyclopedia, “Durham, North Carolina,” http://encarta.msn.com/encyclopedia
_761563855/Durham_(North Carolina).html (accessed June 18, 2009).
4

City of Durham, North Carolina, “Population Estimates for Durham County and the City of
Durham,” http://www.durhamnc.gov/departments/planning/pdf/demographics.pdf (accessed November 17,
2009).
5

Ibid.
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and community members we interviewed. It is difficult to say exactly how many
Hispanics there are in Durham County, as 1990 Census data are not likely to be very
accurate. However, there are some measures available that hint at this rapid growth.
For example, from 1996 to 1997, the population of Hispanic schoolchildren increased
by19.8% as compared to a 5.3% increase for African American students, and a 0.1%
decrease for Whites (Durham Public Schools, 1997). 6
The following table shows the growth of the Hispanic population in Durham
County for the last two decades. 7

Table 5. Hispanic Population of Durham County, North Carolina
Hispanic Population
Total County Population
Hispanics as Percent of
County Population

1990

2000

2007

2,054
181,835

17,039
223,306
8%

30,428
256,500
12%

Change
from 1990
14,985

Change
from 2000
13,389

730%

79%

Hispanic Population
Change
Percent Change in
Hispanic Population

Source: Pew Hispanic Center, “Durham County, North Carolina,” http://pewhispanic
.org/states/?countyid=37063 (accessed June 16, 2008).

The same source elaborates about the elements that attract Hispanics to the area,
“An indication of why this growth is occurring comes from one service provider. . . . The
construction industry and meat processing—the economy of this area attracts a lot of
workers. Private industries are advertising not just in other states, but in other countries

6

UNC: School of Public Health, “Geography and History,” http://www.hsl.unc.edu/phpapers/
durham00/Dgeography.htm (accessed June 17, 2009).
7

Pew Hispanic Center, “Durham County, North Carolina,” http://pewhispanic.org/states/
?countyid=37063 (accessed June 16, 2008).
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like Mexico and Central America to bring people here.” 8 This service provider also
points out that “there are thousands of those (low skilled jobs) that traditionally, lately
Americans don’t want so they’re filled by Latinos. But there are no opportunities to grow
or learn different skills.” 9
The fast growth of the Hispanic population and its incursion in the labor force of
the city has also created the conditions for the emergence of social conflicts.
Along with rapid growth for this population sector, the issues of racial tension and
competition for resources have arisen. For example, health services that have
historically served primarily African-American populations are now serving more and
more Hispanics. One service provider estimates that 50% of the population served at
the Durham Health Department is Hispanic. Another provider says that some lowincome community members who feel they have been underserved are saying “How
is that when we get our piece of cake we have to share it with somebody else.” 10
The next statement reveals the details about the source of the discontent of the local
population, specifically the African-American community in regard to the Hispanic
community. A community member notes that
there have been tensions between African-Americans and Hispanics, because
sometimes they are struggling over the same economic territory. These two groups
are starting to live in the same parts of the city and as a service provider points out,
mostly Latinos are coming to live in areas where usually low income Whites and
African-Americans were living. An apartment complex that used to be 99% AfricanAmerican is becoming 99% Latino. Close proximity and (real or perceived)
competition for resources has contributed to the racial tension among these
populations. 11
According to the following statement the cultural diversity of Durham presents

8

Pew Hispanic Center, “Durham County, North Carolina.”

9

Ibid.

10

Ibid.

11

Ibid.
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some special challenges: “The cultural diversity of Durham County is both an asset to the
community as well as a source of tension. Durham’s newest residents, Hispanic/Latino
families, have entered into this mix of cultures and have faced a number of challenges to
acculturating to the area.” 12 According to this source, the Hispanic community in
Durham confronts major issues in the area of safety, health, and language barrier. 13 The
city of Durham recognizes these problems and is trying to address them: “In order to best
serve this rapidly growing population, more ESL (English as a Second Language) classes
will be needed, as well as an increase in bilingual service providers, especially for the
areas of mental health and public safety (police and 911 operators).” 14

Profile of the Durham Spanish SDA Church
The Durham Spanish SDA Church was founded by Transito García who started
her missionary work among the Hispanic population in the early 1990s. A small group of
Adventist members began as a Spanish Sabbath School class under the sponsorship of the
Five Oaks Church in Durham, North Carolina. The majority of the members have
migrated to the cities of Durham, Chapel Hill, and Carrboro in North Carolina from
countries such as Mexico, Guatemala, and El Salvador searching for jobs and better

12

Pew Hispanic Center, “Durham County, North Carolina.”

13

“Safety is also a big issue with the Latino community. . . . Most of the population is illegal . . . so
the fact that they can’t get social security numbers means they can’t get a checking account. . . . That’s a
huge problem in that community―safety on pay day. . . . Latinos may be afraid to call the police due to
their legal status or because of language barriers. In order to address these concerns and strengthen ties with
the Latino community, the Durham Police department has established the HOIST program (Hispanic
Outreach Intervention Team). A common theme that came up repeatedly in interviews is the need for more
bilingual staff for health care and other services, as well as English as a Second Language courses.
Language barriers can be a significant challenge to people getting their health care needs met or for even
knowing who to call or speak to when they have a problem.” Ibid.
14

Ibid.
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standards of living. The current membership of the Durham Spanish church is 131
members. The average weekly attendance is 200. In April of 2007 the congregation
moved into their current church location in the proximity of downtown Durham. The
facilities include two attached buildings: one has a sanctuary that can accommodate more
than 800 people with an ample basement and several classrooms. The other building,
which is currently rented to a non-denominational congregation, has a kitchen, a
cafeteria, a basement, and a second floor with more than ten rooms. The previous owners
of this property used to run a school and a day-care center. The acquisition of the new
property has created a new dynamic for the congregation. For many years they rented
several facilities that were much smaller than this. However, as tenants they did not have
the responsibilities and challenges that a landlord has, such as the payment of a mortgage,
property taxes and insurance, the maintenance of the building, and the safety of its users.
There have been repercussions in all the areas of the life of the congregation. The
leadership is confronted with issues that require the implementation of new strategies and
decision-making processes. Some of these issues present questions that are related to
areas such as worship, the distribution of responsibilities, and teamwork. For example,
since the place used for worship was originally built as a multi-use facility and includes a
basketball court, the congregation was confronted with the question: Should we maintain
it as a multi-use facility or use it exclusively for worship? The answer to this question
implied a re-definition of the concept of worship as it is taught in the Scriptures.
However, as the pastor of this congregation, I observed not only biblical convictions
playing a key role in this discussion, but also cultural influences. This is precisely the

97

type of situation that can propitiate the surfacing of organizational and congregational
cultures clashes.

Research Project Process
The whole research process of the organizational and congregational culture of
the Durham Spanish Church has taken almost two years and has followed a sequence of
planned and unplanned stages:
1. General observation and ministry experiences.
2. The development of hypotheses.
3. The presentation of a four-part series seminar/survey: A Congregational
Identity. Clarification Process.
4. A personal and congregational unplanned learning experience.
5. Continuation and completion of the strategies used in stage four.
6. The administration of the GLOBE Project research survey (Global and
Organizational Behavior Effectiveness Project) Form Alpha (adapted to a congregational
setting). 15

Stage 1: General Observation and Ministry Experiences
This stage was the preamble to the other stages in the research project. As I
explained in chapter 1, my experience as a minister working with Spanish congregations
in the North American Division has given me the opportunity to observe the interactions
of people with different organizational and congregational culture. My current position

15

See appendix H.
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as the pastor of the Durham Spanish Church in Durham, North Carolina, has increased
my interest in doing a formal research on the impact and implications that these
interactions have on the effectiveness of the congregational endeavors. I have observed
that the following types of members show difficulties in integrating themselves into the
congregation:
1. Members that join or transfer their membership from another division of the
Seventh-day Adventist Church or from another Hispanic church in the territory of the
North American Division.
2. Members: (a) who are baptized for the first time but have had contact with the
Seventh-day Adventist Church in their country of origin or in the territory of the North
American Division, and (b) who are baptized for their second or third time and have been
members of the church in their country of origin or in the territory of the North American
Division.

Stage 2: Development of Hypotheses
In my desire to find answers that can explain the attitudes and behaviors of
members who fall into the above groups, I have developed the following hypotheses:
1. The sharing of a doctrinal body of beliefs that include the fulfillment of the
Great Commission (Matt 28) and the proclamation of the Three Angels’ Messages (Rev
14) by the members of a congregation does not mean that they will be unified in their
understanding of the unique mission of the local congregation.
2. Members who belong to these groups bring with them a set of concepts and
models about leadership and church organization that have both universal and context
specific features. The universal features are mostly related to the doctrines that
99

distinguish the Seventh-day Adventist Church and what is understood as its global
mission. The context specific features are connected with leadership styles and
organizational strategies and methodologies to which they have been exposed in their
congregations of origin.
3. Members who belong to these groups have the tendency to assign universal
connotations to these context specific elements and to use them in the evaluation of their
new congregation. The result is usually a culture shock that impedes their integration
into their new congregation.
4. Members transferred from one division of the Seventh-day Adventist Church
into another division have a higher degree or tendency to experience a congregational and
organizational culture shock.
5. The development of an integration process in the Durham Spanish church
requires the following steps:
a. The clarification of the identity of the congregation through the
exploration of its values, vision, and mission. This process of clarification must
include all the current members of the Durham Spanish Church. Some of these
members were baptized in Durham and others have transferred their membership
from other divisions, conferences, or congregations. Some of those who were
baptized in Durham have never been in contact with the Seventh-day Adventist
Church or been acquainted with its procedures other than at the local level. Other
members have been directly or indirectly connected to the church at higher levels
before and are aware of its modus operandi.
b. The assessment of the organizational and congregational culture of those
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who join the church. This must be an ongoing process. The first step assists the
church in asking the question: Who is this congregation? The second step intends
to ask the question: Who are they? These two issues must be addressed before the
development of any strategic planning, including the integration of new members.
6. I adopted the following hypothesis from the GLOBE Project research:
“Hypothesis 1: The global CLT dimension charismatic/value-based leadership will be
universally endorsed.” 16
The GLOBE Project researchers explain: “The component subscales that
constitute the global (second order factor) charismatic/value-based leadership dimension
are visionary, inspirational, self-sacrifice, integrity, decisive, and performance
orientation. We expect charismatic/value-based leader behavior to be universally
endorsed because the visions articulated by, and the integrity enacted by, value-based
leaders stress values that have universal appeal (House, Wright, & Aditya, 1997).” 17
They add:
Charismatic/value-based leaders articulate and emphasize end-values. Examples of
end-values are dignity, peace, order, beauty, and freedom. End-values are values that
are intrinsically motivating, self-sufficient, and need not be linked to other values.
Also, end-values are not exchangeable for other values and have universal appeal
(Rokeach, 1973). Thus, the values stressed by charismatic/value-based leaders are
more likely to be universally accepted and endorsed. Consequently the visions of
charismatic/value-based leaders usually stress end-values that are congruent with the
values stressed in the culture (House & Aditya, 1997). Similarly, we expect leader
integrity to be universally endorsed because integrity is an end-value that is also
16

CLT is the abbreviation for Culturally endorsed implicit Leadership Theories. Robert J. House,
Paul J. Hanges, S. Antonio Ruiz-Quintanilla, Peter W. Dorfman, Mansour Javidan, Marcus Dickson, and
Vipin Gupta, “Cultural Influences on Leadership and Organizations: Project GLOBE,” 36, http://www
.thunderbird.edu/wwwfiles/sites/globe/pdf/process.pdf (accessed December 16, 2009).
17

Ibid., 36-37.
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universally held in all cultures (Rokeach, 1973). 18
The rationale to adopt this thesis is that the purpose of this research is to help the
Durham Spanish church members and those who join the congregation to identify the
end-values that can serve as a common ground for an effective and durable integration
process.

Stage 3: Presentation of a Four-part Series Seminar/Survey:
A Congregational Identity Clarification Process
This was a four-part seminar presented at the Durham Spanish Church on October
20, 24, 31, and November 7 of 2007. 19
1. The first presentation was held at a Sabbath morning service. It was an open
presentation for members and visitors. I received some general feedback from the
audience. There was a positive reception to the idea of the uniqueness of every
congregation.
2. The second presentation was made at a Wednesday night prayer meeting. The
attendance was not as large as in the previous meeting. However, there was a satisfactory
representation of the leadership of the congregation. The exposition of the seminar took
one hour and it was followed by a question and answer session. The most relevant
incident related to this meeting was the concern that a couple of leaders expressed about
the adaptation of methodologies and strategies to reach out to the community in general

18

House et al., 36-37.

19

I recognize that the ideal time to conduct these presentations would be on Sabbath afternoons.
However, the fact that I have two other congregations to pastor made this very difficult, to say the least.
Therefore, I conducted the majority of the seminars on Wednesday prayer meetings, which in this particular
church is very well attended. See appendix E for a sample of the first presentation.
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and specifically to the youth. I observed that those who were relatively new members in
the congregation and who have had no previous connection with the Seventh-day
Adventist Church were more open to adapt and contextualize the methodologies and
strategies. However, those who have been members for a longer time were more
reluctant because they fear that this will compromise the doctrines and standards of the
church, especially in the area of worship.
3. The third presentation was held the following week at prayer meeting. There
was a positive general consensus among the attendants about the importance that every
member becomes acquainted with the history and story of the congregation. They also
agreed that sharing the same values, mission, and vision can potentially increase the level
of commitment in a congregation.
4. The fourth and last presentation of the series was held the following week on
prayer meeting night. This was a short presentation about the impact of shared values in
the elaboration of a strategic planning process in a congregation. After the meeting, I
distributed a short survey to all the attendants. The survey was developed using as a
basis the three major spheres where, according to Jon Dybdahl, contextualization can take
place: church life, ethics, and theology. The purpose of the survey was to determine the
level of openness of the congregation to innovation, adaptation, or even change. The
participants did not have to write their names or provide any other information that would
identify them. Twenty-nine people participated and returned the survey. Among them
were the key leaders of the congregation. 20

20

See chapter 2 of this dissertation for a thorough explanation. Here I provide a brief summary:
1. Church life: includes the realms of hymnody, architecture, worship style, ecclesiastical structure methods
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Evaluation of Stage 3
The general purpose of this stage was to create awareness in the congregation
about its unique identity. My expectation as the researcher and pastor was that this
awareness could start a process of self-discovery in which the members carefully
examine how the history and composition of the congregation had played a part in the
formation of this unique identity. This in turn could lead them to re-examine how this
identity is currently demonstrated in the values, mission, and vision of the congregation.
Another goal that this stage had the purpose to achieve was to help the congregation to
differentiate between the identity, values, mission, and vision of the congregation and its
strategic planning process. The identity of a congregation is demonstrated in its values,
mission, and vision and validated through strategic planning. However, the goals,
strategies, methodologies, and tools used in the strategic plan are not sacred cows; they
can be adapted, contextualized, changed, or discarded. What works and is appropriate in
one place can be ineffective and inappropriate in another place. The survey that was
administered in this stage offered the opportunity to the members to clarify in which area
they are open to change and those in which they are not.

Stage 4: 2008—A Personal and Congregational Learning Experience
As I approached the beginning of 2008 it was my conviction as a pastor and
researcher that I was ready to conduct a successful and fast process of congregational
identity clarification at the Durham Spanish Church. It was my belief that the awareness
created by the four-part seminar and the survey introduced in October 2007 would

of governance, decision-making, etc. 2. Ethics: involves the standards and moral life of the church.
3. Theology: includes doctrinal beliefs, statements of faith, and explanations about God. See appendix D.
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facilitate the implementation of the following steps which were the clarification of this
identity through the identification of the values, mission, and vision of the congregation.
I researched several sources looking for concepts and tools that I could use to achieve
these purposes. Most of these materials are used in different fields: management, health,
community, and so on. I adapted them to the context of a congregation. 21
As the New Year began I thought that the most suitable setting to begin using
these tools was with the nominating committee. The ecclesiastical year in the Carolina
Conference runs from July to July. The new leadership report must be in the office by
May 1. The churches usually appoint the members of the nominating committee by
March so they can have at least two months to fulfill their duties. I recommended to the
board that we should start the appointing of the nominating committee in January. My
proposal to the board was to use the extra time to take the following steps in the
nominating process for the new ecclesiastical year:
1. To engage the members of the nominating committee in a process of
clarification of the identity of the Durham Spanish church. 22 They were going to spend

21

See appendix F. The fact that I used these sources and adapted its tools to a congregational
setting does not mean that there are not Christian resources available that can assist us in the discovery and
clarification of the values of a congregation. On the contrary, there is an emergent Christian literature that
its creating an awareness of the necessity of the clarification of values at the personal and congregational
level. Among them we can cite: Aubrey Malphurs, Values Driven Leadership: Discovering and Developing
Your Core Values for Ministry (Grand Rapids, MI: Baker Books, 1996). Another work that discusses the
importance of values in congregations is Jim Herrington, Mike Bonem and James H. Furr, Leading
Congregational Change: A Practical Guide for the Transformational Journey (San Francisco, CA: JosseyBass, 2000). The concepts contained in the above sources guided me in the selection, combination, and
adaptation of the different values surveys to a congregational setting. After the administration of the survey,
I still continued the search for surveys that could be used specifically in a congregation. One of these
surveys is the Values Worksheet by PRISM Leadership Group, “Downloads: Personal/Leadership
Development,” http://www.prismleadership.org/personal_leadership_development.php (accessed
December 30, 2009).
22

The rationale for using the nominating committee instead of the current leadership core of the
church was based on several assumptions. 1. The Carolina Conference ecclesiastical year starts and ends in

105

time identifying and clarifying the values, mission, and vision of the congregation.
2. The next step was to develop answers to four questions:
a. Identity statement: Who is this congregation? 23
b. Value statement: What does this congregation considers important?
c. Mission statement: Why and for what purpose does the congregation
exist?
d. Vision statement: Where is this congregation going?
3. The next step was to communicate these statements to the church and used
them as criteria in the election of the new leadership. The idea was that each person that
was called to position had an understanding that his or her attitude and performance was
expected to be in accordance with what the congregation believed was its identity, values,
mission, and vision.
4. After the new leadership was elected following these guidelines a
consecration service was to be held. In this special service the new leaders were going to
publicly express their commitment to the congregation’s identity, values, mission, and
vision as they served for the following ecclesiastical year.
5. The leadership was expected to develop and execute strategic plans that would
be in accordance with this commitment.
It was my conviction that if the leadership of the church followed this course of

July. It is my observation that the appointing of the nominating committee in the usually produces a
tendency of “approaching the end of the tenure” in the current leadership. The language tends to be of a
short term nature. 2. The clarification of the clarification of the values, mission and vision of the
congregation could assist the nominating committee in their selection of new leaders. 3. The new elected
leadership was going to have not only a clear notion of the values, mission and vision of the congregation,
but also the opportunity to implement these in their leadership functions during a full ecclesiastical year.
23

The identity statement is implied and expressed in the values, mission, and vision statements.
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action, they could serve as models for the whole congregation to inspire a revitalized
commitment to God and to the unique identity of the congregation. However, the
implementation of this plan of actions was a learning experience for me as a pastor and
researcher and also for the congregation. It provided the practical environment to test
some theories and assumptions. The following table summarizes the progress and
completion of the proposed action plan:

Table 6. Proposed Action Plan for the New Leadership
Step 1
Completed

Step 2
Partially Completed

Step 3
Not completed

Step 4
Not completed

Step 5
Not completed

The above table shows that the process did not progress beyond half of the second
step. There were several factors that produced this type of outcome. A brief review of
the activities and actions that I conducted as part of steps 1 and 2 will expose some of the
causes that restricted the process to these stages.

Rationale of Step 1 and 2
The efforts of these steps were concentrated on the exploration and identification
of the values of the congregation. In order to do this we must start at the personal level.
In other words the collective values of a congregation reveal the values that each member
has. Values answer the question: What is most important? The next table shows this
question at two levels.
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Table 7. Personal and Congregational Values
Personal Level
What is important for me?

Congregational Level
What is important for this congregation?

The values of a person or a congregation reveal the identity factor in the sense
that it points to what is considered to be of priority at the time of making decisions or
taking actions. Values also dictate the mission and vision of a person or a congregation
and are validated at the time of the elaboration of plans, goals, and methodologies.

The Implementation of Step 1 and 2
On February 17, 2008, the newly appointed nominating committee members were
introduced to a series of exercises which included surveys and group discussion. The
main purpose was to identify and clarify the personal and congregational values and then
to use this knowledge as criteria in the election of new leaders. The goal was not only to
enroll and train people to serve as leaders, but also to make them aware of the unique
identity of the congregation revealed in its values, mission, and vision.
The expectation was that they could internalize and use them as a point of
reference in the performance of their duties. 24

Evaluation of Stage 4 Results
These exercises yielded a positive outcome but mostly at the personal level. The
majority of the participants had the opportunity to explore the concept of how values are
used by people in their decisions and plans. It also provides a tool in the creation of

24

See appendix E.
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personal mission and vision statements. However, it did not work as it was expected at
the congregational level. As I re-evaluated this stage with the purpose of finding the
reasons for these results, I came to the realization that what I was trying to do was not
just a research project; it was, in fact, the introduction and implementation of an
organizational and congregational change process. I was really trying to make a
paradigm shift. The new model was a logical follow up to the activities that I would have
conducted in stage 3. I took for granted that the presentation of a four-part seminar and
the administration of some surveys were sufficient to create readiness for change.
However, although the new model was grounded in a justifiable rationale and despite the
fact that it had been discussed and approved by the board its implementation revealed
several unforeseen and undesirable features: It was a process that required time.
However this was just the tip of the iceberg. What really happened is that I
underestimated the complexity of change in organizations and congregations. Lee G.
Bolman and Terry E. Deal describe the challenges that await the path of those who
intentionally or unintentionally attempt to function as change agents.
Change agents march blindly forward, despite signs they are headed in the wrong
direction. In studying scores of change efforts, we continually see managers whose
strategies are limited because they are wedded to one or two “frames”―mental
images of how organizations work. Some managers try to produce major change by
redesigning formal structures, only to find people unable or unwilling to carry out
new responsibilities. Others import new people or retrain old ones, only to find new
blood and new ideas get rejected or chewed up, often disappearing without a trace.
Managers who anticipate that new roles require new skills and vice-versa have a
greater likelihood of success. 25
The same authors add, “But change also alters power relationships, and

25

Lee G. Bolman and Terry E. Deal, “Steps to Keeping Change Efforts Heading in the Right
Direction,” JFQP (May/June 1999): 7.
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undermines existing agreements and pacts. Even more profoundly, it intrudes upon
deeply rooted cultural norms and ritual behavior. Below the surface, the organization’s
social tapestry begins to unravel, threatening both time-honored traditions and prevailing
values and practices.” 26 Bolman and Deal explain four categories of issues that are
generated when change is introduced into an organization.
1. It affects individuals’ ability to feel effective, valued, and in control. Without
support, training, and chances to participate in the change process, people become
a powerful anchor, making forward motion almost impossible.
2. Change disrupts existing patterns, producing confusion and uncertainty.
Successful change requires ample communication to reduce confusion and to
realign structural patterns to support the new direction.
3. Change creates conflict between winners and losers―those who expect to gain
from the new direction and those who do not. This conflict requires the creation
of arenas where the issues can be renegotiated and the political map realigned.
4. Change creates a loss of meaning, particularly for those on the receiving end.
5. Transition rituals, mourning the past and celebrations of the future help people let
go of old attachments and embrace new ones. 27
“B. L. Marquis and C. J. Huston argue that because change can disrupt the
‘homeostasis, or balance, within a group resistance should always be expected.’ The level
of resistance will depend on the type of change. There is less resistance to technological
change than there is to social change or to change that is not consistent with established
customs or norms.” 28 Curtis and White present and analyze eight reasons for resisting

26

Bolman and Deal, 7.

27

Ibid., 8.

28

B. L. Marquis and C. J. Huston, Leadership Roles and Management Functions in Nursing:
Theory and Application, 3rd ed. (Philadelphia, PA: Lippincott, 2000), quoted in Elizabeth Curtis and
Patricia White, “Resistance to Change: Causes and Solutions,” NM 8, no. 10 (March 2002): 15.
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change: increased stress, denial, self interest, lack of understanding, uncertainty,
motivation, different assessment or perceptions, and personality. 29 Kevin Craine 30
introduces four stages that occur in what is called the circle of change in organization.
(See figure 1 at the end of this chapter). It is my assumption that this cycle is supposed to
move in a clockwise direction. However, I could observe that the Durham Spanish
Church experienced a counter clock wise movement. 31 It is my assessment that the
congregation was in the Comfort Zone before I presented the four-part seminar in
October 2007. The seminar created awareness and shifted the congregation from the
Comfort Zone to the Go Zone. However, as soon as the new model was introduced in
stage 4 the congregation moderately moved to the Chasm Zone, but I do not think that it
reached the No Zone. Bolman and Deal propose what they call a “Comprehensive Multiframe Approach to Change.” The approach is illustrated in the following table.
This comprehensive multi-frame approach can assist a leader in the
implementation and management of change. Although I was not acquainted with its
content and concepts at the time of the implementation of stage 4 at the Durham Spanish
Church, I came to the conclusion that some adjustments were in order to make the change
process practical and most of all effective.

29

Curtis and White, 16-18.

30

Kevin Craine, “Managing the Circle of Change,” IMJ (September/October 2007): 45.

31

I am not sure if this counter clock progression will be in accordance with Crane’s theory of
change. However, as a close observer of the events that were taking place at the Durham Spanish Church, I
witnessed a congregational behavior that in my opinion does not contradict Crane’s theory, but presents
other alternatives.
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Table 8. Reframing Organizational Change
Frame
Human Resource: needs and
skills.

Barriers to Change
Anxiety, uncertainty. People feel
incompetent and needy.

Structural: alignment and
clarity.

Loss of clarity and stability.
Confusion, chaos.

Political: conflict and arenas.

Disempowerment. Conflict
between winners and losers.

Symbolic: Meaning and
purpose.

Loss of meaning and purpose.
Clinging to the past.

Essential Strategies
Training to develop new skills.
Participation and involvement.
Psychological support.
Communicating, realigning, and
renegotiating formal patterns and
policies.
Create arenas where issues can be
renegotiated and new coalitions
formed.
Create transitions rituals: mourn
the past, celebrate the future.

Source: Adapted from Bolman and Deal, 7-8.

Stage 5: Continuation and Completion of the
Strategies Used in Stage 4
The arrival of the year 2009 brought new opportunities and, of course, challenges.
It was again the time to begin appointing new leaders. This time I waited until the
nominating committee completed its work. On June 6 and 10, 2009, I met with the newly
appointed leaders for the ecclesiastical year 2009-2010. These meetings had two
intentions. The first was the obvious purpose of creating a declaration of (1) Values,
(2) Mission, and (3) Vision that would guide the new leadership in development and
execution of strategies for the coming year. The second intention was to observe the
behavior and dynamics of this group of leaders as they tried to come up with a consensus
in their concepts of the values, mission, vision, and strategies for their leadership in the
congregation. The main difference this time as opposed to the previous year was that
they were not going to identify their personal values and those of the congregation, but
would adopt the values that would guide their decisions, plans, and strategies for the time
in which they were going to serve as leaders. The new leadership was integrated by:
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1. Members who were baptized at the Durham Spanish Church with no previous
knowledge or connection with the SDA Church.
2. Members (a) transferred from the Inter-American Division and from another
church in the territory of the North American Division and (b) who were baptized in
Durham that have previous knowledge and connection of the Seventh-day Adventist
Church.
These groups represent the realistic composition of the Durham Spanish Church
membership. The positive or negative impact that this variety of backgrounds might
have, depended to a great degree on how well they could blend as a team. The counsel of
E. G. White points to this reality, “Wherever you may labor, there is need that you blend
your efforts with those of other efficient laborers. You are not a complete whole; you
cannot successfully complete a series of meetings by yourself, but you can do your part
with other laborers. This may be humiliating to you; but it should not be, for God has
given a variety of gifts, and He desires that these gifts blend in perfect harmony.” 32 She
adds:
You need to realize the danger of viewing matters from your own standpoint and with
your own eyes or discernment. It would be well for you frankly to state your plans to
your brethren that you may know how they appear to them when seen from their
standpoint; for circumstances may be so vividly impressed upon your mind, that it is
impossible for you to give an all-sided judgment. Let your plans be closely
investigated; and with earnest prayer commit your case to Him who knoweth all
things. Counsel together. Let not the whisperings of your own mind or of other
minds close the door of your heart against the counsel of the Lord’s servants. 33

32

Ellen G. White, Testimonies to Ministers and Gospel Workers, 315, Ellen G. White Library,
http://www.gilead.net/egw/books/misc/Testimonies_to_Ministers_and_Gospel_Workers/index.htm
(accessed November 23, 2009).
33

Ibid.
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My idea was to bring all the leaders together 34 to the table, so to speak, to pray,
discuss, and evaluate their ideas in regard to:
1. What they considered important (values).
2. What they thought was the global mission and specific mission of the Durham
Spanish Church.
3. What they thought should be the vision of the church for the next year.

First Meeting: Clarifying the Values
and Developing a Vision
Fifty people representing the new leadership were present in this meeting. The
purpose of this activity was to stress the importance for the leadership of working as a
team in the new ecclesiastical year. I wanted to point to the new leadership to the need of
sharing a common vision. 35 I introduced to them four components of this shared
common vision: (1) a sense of identity, (2) a sense of what is important, (3) a sense of
purpose, and (4) a sense of direction. The following table describes the meaning of these
concepts. 36

Table 9. Common Vision Components
Identity
Values
Mission
Vision

Self-consciousness
Sense of what is important
Sense of purpose
Sense of direction

Who are we?
What is important to us?
Why are we here?
Where are we going?

34

This was the new appointed leadership.

35

Jerry Graham talking about the importance of vision says: it provides the congregation with an
awareness of direction, purpose, and a reason for being. Graham, “Vision: What’s All the Fuss?”
36

Vision, the big picture includes a component called vision which points to the sense of direction.

114

The second section of the meeting was dedicated to individual and group
activities and discussions. The goal was to develop and adopt a statement of the values,
mission, and vision of the leadership for the 2009-2010 ecclesiastical year. This mission
statement was to serve as the basis for the creation and implementation of the strategic
planning of the leadership during their tenure.

Clarifying the Values
The leadership agreed to use a working and operational definition for values:
“values are those beliefs and convictions that we consider important when we as leaders
have to make decisions, develop and execute plans, conduct programs, perform group or
individual tasks exercise discipline, etc.” I asked each leader to write a list of five values
that they consider important in their individual life. Then I asked them to form groups of
five to compare their individual values and as a group choose five values. There were
about ten groups of five representing fifty values in total. Then I asked them to merge the
groups. Five groups of ten were formed that compared and discussed their values and
decided to adopt five. At the end of this part of the process there were five groups of ten
with five adopted values each. What followed was a repetition of the reduction process
of values which at the end produced the adoption of the subsequent values by the whole
group of leaders: Responsibility, Love, Humility, Consecration, and Unity.

Creating the Vision
The next exercise was the creation of a vision statement for the leadership of the
Durham Spanish Church. I asked the question based on these five values, How do you
see this church at the end of your tenure as leaders in this ecclesiastical year? Each one
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wrote a description of their vision for the coming year. I asked them to share their vision.
We followed the rule of eliminating the repetition of concepts or ideas. At the end of the
exercise the group voted the following vision statement: “Our vision for the 2009-2010
ecclesiastical year is a united and consecrated church preaching the love of Christ.”

Table 10. Adopted Values and Vision of the Leadership for 2009-2010
•
•
•
•
•

VALUES
Responsibility
Love
Humility
Consecration
Unity

LEADERSHIP VISION FOR 2009-2010
A united and consecrated church preaching the love
of Christ

Second Meeting: Defining the Mission
The second meeting was held on July 11, 2009. The purpose of this meeting was
the elaboration of a mission statement for the Durham Spanish Church. I gave a brief
description of three sources that can assist a congregation in the search, discovery, and
articulation of its unique mission. This is illustrated in the following graph.

Table 11. Global Mission and Values of the Congregation
Universal/Global Mission of Every
Congregation
•
•

The Great Commission
(Matthew 28)
The Three Angels’
Messages (Revelation 14)

Values of the Congregation
•
•
•
•
•

Responsibility
Love
Humility
Consecration
Unity
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The Needs of the
Surrounding
Community

I asked each one of the leaders to write a list describing what they thought were
the needs of the city of Durham and the surrounding community of the Durham Spanish
Church. After they finished writing their list, they met in groups for discussion. Each
group was asked to read the list of needs that they thought were the most urgent. The
whole group of leaders identified needs related to the following problems: domestic
violence, gangs, drugs, health, language barrier (the majority of the people in the Spanish
community do not speak English and have difficulties communicating their needs). 37
The following table illustrates the picture that the group had after this exercise was
completed.

Table 12. Global Mission, Values of the Congregation/Needs of the Surrounding
Community
Universal\Global Mission of Every
Congregation According to the
Bible
• The Great Commission
(Matthew 28)
• The Three Angels’
Messages (Revelation 14)

Values of the Congregation
•
•
•
•
•

Responsibility
Love
Humility
Consecration
Unity

The Needs of the
Surrounding Community
•
•
•

Domestic Violence
Problems related to
gang activities
Drugs
Language
Barrier/Health

The next activity of the group was to create a statement that could encompass the
biblical global mission of every congregation, the particular values adopted by the

37

One of the members of the group was Fanny Fragozo. She is a family coordinator at El Centro
Hispano (The Hispanic Center) in Durham, NC. The mission statement of this institution is: “We are a
grassroots community based organization dedicated to strengthening the Latino community and improving
the quality of life of Latino residents in Durham, North Carolina, and the surrounding area.” El Centro
Hispano, “Mission,” http://www.elcentronc.org/ingles/Mission.html (accessed December 30, 2009). Mrs.
Fragozo is a Seventh-day Adventist member of the Durham Spanish Church. She provided us with valuable
information about the Hispanic community and its needs.
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leadership and the needs of the surrounding community. This was done in an individual
and collective fashion. After a time used in discussion and editing (mostly verbally) the
group approved the following mission statement: “The mission of the Durham Spanish
Church is to look for and save the needy people of the city of Durham.” 38

Evaluation of Stage 5 Results
The purpose of this stage was to:
1. Develop and adopt statements that could clarify the values, mission, and
vision of the Durham Spanish SDA Church. This was achieved through a participative
process that included the new leadership of the congregation.
2. To observe the behavior of the group as they tried to come to a consensus
concerning the values, mission, and vision of the congregation. Based on the controlled
observation during this stage, I arrived at the following conclusion: the leaders who
participated in the exercise of clarification of the identity, values, mission, and vision of
the Durham Spanish church can be divided into three major groups.
A. Formed by new converts with no previous contact and familiarity with the
Adventist Church. Their criteria and point of reference to evaluate and clarify the
identity, values, mission, and vision of the congregation is heavily influenced by
their concept of the biblical ideal model of the church (Acts 2:40-47) and
perception of the needs of the surrounding community.
B. Formed by people baptized in Durham with previous connection and
familiarity with the Seventh-day Adventist Church.

38

The comprehensive statements of values, mission, vision, and strategies developed by the
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C. Formed by transferred members from another congregation or world
division. The criteria and point of reference that they used to evaluate and clarify
the identity, values, mission, and vision of the congregation are the biblical ideal
model of the church, the best previous model (the way things were done in my
home church) and the needs of the local community.

Table 13. Comparison between Group A and Groups B and C
GROUP A
Biblical Ideal Model
Local Needs

1.
2.

1.
2.

3.

GROUPS B and C
Biblical Ideal Model
Best Previous Model: The way things were
done in my home church. We did things this
way.
Local Needs

It is my conclusion after the close observation of the three groups that the
presence of an extra feature that I labeled “the best previous model” exerts a powerful
influence in groups B and C and guides the decision-making process of its members to a
higher degree than the local needs of the community. It functions like a fix-all method.
On the contrary people in group A do not have the presence of this feature and are more
inclined to develop plans and methodologies in response to the local context. 39

Durham Spanish Church leadership are found in appendix G.
39

I did not use a formal survey to establish this difference between group A and groups B and C.
The methodology used was group discussions in which I was observing and notating the observations made
by members of groups A, B, and C. By listening to their opinions and suggestions, I was able to identify a
pattern that was distinctive to each group.
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Stage 6: The Administration of the GLOBE Project Research
Survey (Global and Organizational Behavior
Effectiveness Project) Form Alpha
The final stage of this project research process was the administration of an
adapted form for a congregational setting of the GLOBE Project Form Alpha. The
GLOBE Project uses two forms: Alpha and Beta. The Alpha form is used at the
organizational level. I did not use the Beta form because this form is administered at the
societal level. The Durham Spanish church is composed of different nationalities, which
in fact represent different societies but not in a significant number. However, the
omission of this form does not deny the fact that societal and national cultures have an
influence in the culture of an organization. The GLOBE Project creators explain the
rationale that supports the use of the Alpha and Beta forms:
An initial goal of the GLOBE Project was to develop societal and organizational
measures of culture and leader attributes that are appropriate to use across all cultures.
We have accomplished this in the first phase of the research project. Items were
analyzed by conventional psychometric procedures (e.g., item analysis, factor
analysis, generalizability analysis) to establish nine dimensions of societal culture and
nine isomorphic dimensions of organizational culture. In addition, as part of the first
phase of the project, we were able to identify six underlying dimensions of global
leadership patterns that are viewed by managers as contributors or impediments to
outstanding leadership. 40

40

House et al., “Cultural Influences on Leadership and Organizations: Project GLOBE,” 8. These
authors explain the two major questions that guided their research and what they were able to find. 1. One
of the major questions addressed by GLOBE research concerns the dimensions by which societal and
organizational cultures can be measured. We identified nine dimensions of cultures that differentiate
societies and organizations. That is, with respect to these dimensions, there is high within-culture and
within-organization agreement and high between-culture and between-organization differentiation. 2. A
second major question addressed by GLOBE concerns the extent to which specific leader attributes and
behaviors are universally endorsed as contributing to effective leadership, and the extent to which attributes
and behaviors are linked to cultural characteristics. We found that cultures can be differentiated on the basis
of the leader behaviors and attributes that their members endorse. We also found high within-culture
agreement with respect to leader attributes and behaviors that are viewed as contributors or impediments to
effective leadership. These leader behaviors and attributes constitute culturally endorsed implicit
Leadership Theories (CLTs). Ibid., 8-9.
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A more detailed explanation of the GLOBE Project research theory is presented in
the literature review contained in chapter 3. I will only present here the results of the
Alpha Forms survey that was administered at the Durham Spanish Church on October 10,
2009, to a group of thirty-five leaders that serve in different positions in the congregation.
The meeting was held in the fellowship room of the church facilities. We began
with a prayer followed by the reading of the cover letter and oral explanation of the
nature and purpose of the surveys. The participants were encouraged to ask questions at
any time during the survey. Pencils were provided to each participant. The stipulated
time for the survey was one hour and thirty minutes. The majority of the participants
used the whole time. A couple of them spent approximately thirty extra minutes.
Questions for clarification were asked during the survey and were answered by me. After
all the participants finished the survey, I took the questionnaires home for the analysis
and interpretation of the data. The process of analysis of the data revealed that the
overall survey content and meaning was understood by the majority of the participants.
Some people had difficulties in understanding some statements or word meanings. I was
expecting something of this nature to happen. I considered that it constituted a risk to use
the GLOBE Project instruments in a congregational setting for two major reasons:
1. The GLOBE Project instruments were created to be used primarily in secular
setting. For example words like aggressiveness were not well seen by many Christians.
2. The GLOBE Project questionnaires were originally written in English and
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translation are not always one hundred percent accurate. I Found that there were two
levels of translations to be made: from English to Spanish, and from Spanish to
Christian. 41

Table 14. Comparison between Cultural Dimensions: AS IS AND SHOULD BE
PRESENT CONDITION
Humane Orientation:

Moderate

Collectivism (institutional)

Moderate

Performance Orientation

Moderate

Future Orientation
Collectivism (in-group)
Assertiveness

42

High
Moderate
Moderate

Uncertainty Avoidance

Moderate

Power Distance

Moderate

Gender Egalitarianism

Moderate

DESIRED CONDITION (VALUES)
Very High
Increase Desired
Moderate
No Change Desired
Moderate
No Change Desired
High
Increase Desired
Moderate
No Change Desire
Low
Decrease Desired
High
Increase Desired
Moderate
No Change Desired
Moderate
No Change Desired

Table 14 represents a comparison between the present perceived conditions of the
Congregation and the desired conditions. This is closely related to the values of the
participants. The Central Theoretical Proposition of the GLOBE Project integrates the
Value/Belief Theory: “Hofstede (1980) and Triandis (1995) assert that the values and
beliefs held by members of cultures influence the degree to which the behaviors of

41

I made the effort to find the official Spanish translation of the GLOBE Project Questionnaires
but it was unsuccessful. I ended up doing the translation.
42

Assertiveness was not well understood by the participants for two reasons: difficulties in
translation of the terms and objection to the word “aggressiveness” in a Christian environment.
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individuals, groups, and institutions within cultures are enacted, and the degree to which
they are viewed as legitimate, acceptable, and effective.” 43
The results of the survey that was administered at the Durham Spanish Church
corroborate what this statement by the GLOBE Project researchers,
The hypothesis that charismatic/value-based leadership would be universally
endorsed is strongly supported. Team-oriented leadership is strongly correlated with
charismatic/value-based leadership, and also universally endorsed. Humane and
participative leadership dimensions are nearly universally endorsed. The
endorsement of the remaining global leadership dimensions -- self-protective and
autonomous leadership vary by culture. 44
The Charismatic/Value Based, the Team Oriented and the Humane Oriented leadership
dimensions received the highest endorsement. The rest of the leadership dimension had a
moderate or low endorsement.

Evaluation of Stage 6 Results
I recognize the fact that some further adjustments and adaptation needs to be
made to this instrument in order to make it more accurate in a congregational setting.
However, it is my opinion that its implementation as a diagnostic tool at the Durham
Spanish Church had major positive benefits. I was able to use a scientific and
professional approach in my search for understanding the culture of this congregation. It
provided me with a more focused look of the perceptions and behavior of the

43

Assertiveness is further treated in chapter 3. The GLOBE Project researchers explain that “the
meta-goal of the Global Leadership and Organizational Effectiveness (GLOBE) Research Program is to
develop an empirically based theory to describe, understand, and predict the impact of cultural variables on
leadership and organizational processes and the effectiveness of these processes.” They add: “A central
question in this part of the research concerns the extent to which specific leadership attributes and
behaviors are universally endorsed as contributing to effective leadership and the extent to which the
endorsement of leader attributes and behaviors is culturally contingent.”
44

House et al., “Cultural Influences on Leadership and Organizations: Project GLOBE,” 2.
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congregation in regard to leadership expectations and organizational functioning.

Summary
The project conducted at the Durham Spanish Church that is described in this
chapter took a period of two years. It was the first time in my ministry that I engaged
myself in such a thorough and extended congregational venture. This chapter exposes the
fact that a congregation is a fertile setting to conduct research in organizational culture
and leadership. However, I learned the lesson that it makes a huge difference the role one
is playing when conducting a research project of this nature. I think that it is pertinent to
evaluate an important concept presented in the literature review of chapter 3.
1. The idea that several authors advocate is that any procedure used to gain a
deep understanding of the culture of an organization must not be limited to a single
technique, but employ several methods. Driskill and Brenton propose that the students of
organizational culture ought to employ “observation, interviews, surveys with open ended
questions that initiate narrative responses and systematic analysis of organizational
texts.45
2. They also say that “the only ways to gain information, to make sense of an
organization is to observe, ask questions, and/or ask someone else to observe or ask
questions for us.” 46
3. The idea of multiple methods is called triangulation and suggests that rather
than relying on perceptions from a single method, such as surveys, the effective cultural

45

Driskill and Brenton, 74.

46

Ibid., 67.
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analyst uses additional methods, such as observations, to enrich the data set. 47
During the different stages of this research project I have played roles of complete
observant, observant participant, participant observant, and complete participant;
sometimes in succession and sometimes simultaneously. 48 In some instances I was a
theoretician and in other occasions I was a practitioner and sometimes I was both. The
content of this chapter is the combined result of the performing of all these roles and
observations.

Figure 2. Managing the Circle of Change. Source: Designing a Document Strategy. Used
with Permission.

47

Driskill and Brenton, 69.

48

See chapter 3, table 5.
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CHAPTER V

EVALUATION AND RECOMMENDATIONS

The seminal idea that guided this dissertation from its beginning was the need for
a process that could integrate Adventist members transferred from the Inter-American
Division into the Durham Spanish Church. The rationale for a program of this nature is
that these members bring with them certain notions about leadership and church
functioning. Some of these notions contain elements that can have universal applications
and would fit in any congregational setting. However, some elements are context
specific and might be out of place or irrelevant to the context of the Durham Spanish
Church.
One fundamental assumption that I had from the start of this dissertation project is
the belief that every congregation has a unique identity that is revealed through its values,
mission, and vision. These distinctive features create an organizational and
congregational culture which in simple terms can be referred to as the “way things are
done around here.” The literature review contained in chapter 3 of this dissertation
confirmed this assumption. Chapter 4 described the practical step that followed, which
was conducting a research of the congregational and organizational culture of the
Durham Spanish Church. An evaluation of the findings of this research is explained in
this chapter. Recommendations are then given to assist the leadership as well as the
members of the Durham Spanish Church to be more conscious and knowledgeable of the
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uniqueness of the congregation so they can be able to (1) develop plans, strategies, and
programs that will be appropriate and (2) integrate others into the congregation. The
sequence of this chapter is as follows:
1. Analysis of the GLOBE Project Survey Results
2. Introduction of the Proposed Leadership Intervention for the Establishment of
the Integration Program
3. Summary and Conclusions

Analysis of the GLOBE Project Survey Results
Cultural Dimensions
Table 14 in chapter 4 shows a comparison between the current and the desired
conditions of the church as perceived by the participants in the GLOBE Project Survey.
The information contained in this chart serves to identify the areas in which a change
process can start. Humane Orientation, Future Orientation, and Uncertainty Avoidance
are the cultural dimensions where the leadership is more open to start this change
process. Moderate, in the left column, means that some aspects of these cultural
dimensions are currently manifested in the congregation. Very High or High in the right
column indicates that there are some aspects or characteristics of these dimensions that
need to be included or reinforced to make it fully effective. One example that illustrates
this issue is the Future Orientation Dimension. The following statements in the first
section of the form Alpha survey 1 are related to this cultural dimension:

1

The word organization in the statements was changed to congregation in the Spanish version of
the survey used at the Durham Spanish Church.
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Source: GLOBE Project [Global Leadership and Organizational Behavior Effectiveness
Project] Form Alpha. © 2006 The GLOBE Foundation. All rights reserved.

Almost all the participants in the survey indicated in statement 1-3 and 1-4 that
the current practice of the congregation is to plan ahead for the future. However, on the
other hand they indicated in statement 1-8 that the current practice of the congregation is
to have too many unplanned and improvised meetings. This is an issue that I have
observed since I became the pastor of the congregation. Section 3 statement 3-8 says:

Source: GLOBE Project.

Almost the totality of the participants expressed their desire to have meetings
planned well in advance. Collectivism (institutional), Performance Orientation,
Collectivism (in-group), Power Distance, and Gender Egalitarianism are cultural
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dimensions in which the participants, generally speaking, prefer to maintain the status
quo. This does not mean that changes are not necessary. What it means is that these are
not the areas in which a change process can start without some degree of opposition.
Having said this, however, there is a small change effort that can be implemented in the
Gender Egalitarianism cultural dimension practice of the congregation. The consensus of
the survey participants is that even though there are a good number of women in
leadership positions in the congregation, they do not receive the same level of training
that men in leadership positions receive.
Assertiveness was graded as moderate in the current conditions of the
congregation and received the recommendation to be decreased. As I indicated before,
this is due to a misunderstanding of the concept because of a problem in translation into
Spanish and into a Christian setting. For example, the concept of aggressiveness
(agresividad in Spanish) that is used to exemplify this cultural dimension is not well
understood and/or accepted.

Leadership Cultural Dimensions
To better understand the purpose of this section of the GLOBE survey that covers
the Leadership Cultural Dimensions, I have included the instructions given to the
participants. See appendix G.
1. You are probably aware of people in your organization or industry who are
exceptionally skilled at motivating, influencing, or enabling you, others, or groups
to contribute to the success of the organization or task. In this country, we might
call such people “outstanding leaders.
2. On the following pages are several behaviors and characteristics that can be used
to describe leaders. Each behavior or characteristic is accompanied by a short
definition to clarify its meaning.
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3. Using the above description of outstanding leaders as a guide, rate the behaviors
and characteristics on the following pages. To do this, on the line next to each
behavior or characteristic, write the number from the scale below that best
describes how important that behavior or characteristic is for a leader to be
outstanding. 2
The participants use these guidelines as criteria to choose from a list of
characteristics the type of leaders that they considered being outstanding. The results are
shown in the following tables.

Table 15. Charismatic/Value Based
Visionary
Inspirational
Self-Sacrifice
Integrity
Decisive
Performance Oriented

High
Very High
Moderate
Very High
Moderate
High

Table 16. Team Oriented
Collaborative team orientation
Team integrator
Diplomatic
Malevolent (reverse scored)
Administratively Competent

Very High
High
High
Very Low
High

Table 17. Humane Oriented
Modesty
Humane orientation

High
Very high

2

Taken from Appendix G, Section 2, Leader Behaviors, Instructions, Globe Research Survey, The
GLOBE Foundation, 2006.
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Table 18. Self-protective
Self-centered
Status conscious
Conflict inducer
Face-saver

Very Low
High
Moderate
Moderate

Table 19. Participative
Autocratic (reverse scored)
Nonparticipative (reverse scored)

Low
High

Table 20. Autonomous 3
Individualistic
Independent
Autonomous
Unique

Moderate

The above tables inform about the perception of the participants in the GLOBE
Project Survey concerning the leadership styles or approach that can be potentially
accepted and supported at the Durham Spanish Church: Charismatic/Value Based, Team
Oriented, and Humane Oriented. It also indicates the opposite, which styles and
approaches are potentially counter-productive: Self-protective, Participative, and
Autonomous.

Introduction of the Proposed Leadership Intervention
Based on the above information in regard to both the cultural dimensions and

3

“It should be noted that dimension 6 (Autonomous) is comprised of questionnaire items, not
subscales. It is considered both a specific subscale and global dimension.” (Syntax for GLOBE National
Culture, Organizational Culture, and Leadership Scales.)
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leadership cultural dimensions that are perceived to be predominant at the Durham
Spanish Church, the implementation of an intervention or action program that could
combine the central elements of Charismatic/Values Based, Team Oriented, and Humane
leadership approaches have a high probability of success and effectiveness.

Transformational Leadership
A careful review of the literature reveals that transformational leadership is
gaining a growing endorsement as an effective approach to organizational change. For
the past three decades, the subject of transformational leadership has been extensibly
studied and discussed by theoreticians and practitioners. According to Varun Gupta and
Venkat R. Krishnan, “The concept of transformational leadership was introduced by
Burns (1978) to describe the process by which leaders effect radical change in the
outlook and behavior of followers.” 4 They add: “Transformational leadership occurs
when one or more persons engage with others in such a way that leaders and followers
raise one another to higher levels of motivation and morality.” 5 Masood, Dani, Burns,
and Backhouse explain: “According to Bass, transformational leaders possess good
visioning, rhetorical, and impression management skills, and they use these skills to
develop strong emotional bonds with followers.” 6

4

Varun Gupta and Venkat R. Krishnan, “Impact of Socialization on Transformational Leadership:
Role of Leader Member Exchange,” SAJM 11, no. 3 (July-September 2004): 20.
5

Ibid. These authors also explain how the concepts about transformational leadership were later
expanded: “Bass (1985) extended Burns’ work and applied it to various types of organizations, defining a
transformational leader as one who motivates followers to do more than they originally expected to do. He
postulated that transformational leadership could move those influenced to transcend their own self-interest
for the good of the group, organization, or country.”
6

Masood et al., 942.
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The relationship between transformational and charismatic leadership has been
also addressed and studied in literature. Although these two leadership approaches are
not considered to be one in the same, they certainly shared some concepts and
applications. 7

Transformational Leadership and Values
One of the distinctive features of transformational leadership that presents a
potentially positive impact in the creation of an effective integration process at the
Durham Spanish Church has to do with the way transformational leaders address the role
of organizational values. “Transformational leaders seek to raise the consciousness of
followers by appealing to higher ideals and moral values such as liberty, justice, equality,

7

The following two statements present two points of view about the relationship between the two
approaches. 1. The idealized influence aspect of transformational leadership is very close to the charismatic
leadership; however, according to Bass there are major differences between transformational and
charismatic leaders. Charisma is a necessary but not sufficient component of transformational leadership.
Some leaders may be charismatic but may have no transformational leadership characteristics. He used
followers’ perceptions or reactions to determine whether or not a leader was transformational. 2. Although
Bass treated charisma and transformational leadership as distinct concepts, many researchers do not. The
work of Tichy and DeVanna on transformational leadership, for example, talks about articulating a vision,
which enthuses followers and creates considerable loyalty and trust. This sounds very similar to charisma.
Therefore, while conceptually they may be distinct, much of the writing fails to make it clear that they are.
Trice and Beyer made the distinction between charisma and transformational leadership by suggesting that
charismatic leaders often create new organizations, while transformational leaders change existing
organizations. Van Eeden et al. approach their study of transformational leadership from the trait standpoint
and present a summary of the personal characteristics of a transformational leader according to their
literature review: (a) a focus on organizational change, (b) a greater degree of risk taking, (c) a tendency to
be proactive, (d) the use of more planning (futurity), and innovative problem solving, (e) being innovative
and less likely to support the current situation, seeking opportunities in the face of risk, and attempting to
shape and create rather than react to environmental circumstances, (f) articulating a vision, especially as a
means for inspiring others, (g) the setting of long-term goals, (h) possess social and interpersonal skills
such as adjustment that is shown in the ability to be self-confident and able to handle pressure; having
social impact by being outgoing and assertive and agreeableness by being warm and friendly, and (i) shows
a need for affiliation and that their interpersonal relationships were warm, accepting, and supportive while
they also show an enjoyment of attention from others. Ibid.
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peace, and humanitarian, and not to baser emotions such as fear, greed, jealousy, or
hatred.” 8 The same authors add,
In terms of Maslow’s need hierarchy, transformational leaders activate higher-order
needs in followers. Research by Krishnan suggests that superior performance is
possible only through stimulating and motivating followers to higher levels of
performance through transformational leadership. Superior performance is possible
only by transforming followers’ values, attitudes, and motives from a lower to a
higher plane of arousal and maturity. 9
Based on Maslow’s theory of need hierarchy and in connection with the concept
of values, Richard Barrett talks about the necessity of consciousness. He describes this
consciousness at the personal and organizational level as “a state of awareness of self
(thoughts, feelings, ideas) based on a set of beliefs and values through which reality is
interpreted.” 10 (See figure 2 at the end of this chapter.)
Barret goes further to explain what he calls the seven levels of organizational
consciousness. He divides these seven levels of consciousness into two major groups, the
lower levels and the higher levels of consciousness. Barrett also introduces seven styles
of leadership that correspond with these levels of organizational consciousness. 11
The main objective of Barrett’s model is to produce an alignment between the
personal values, mission, and vision, and the values, mission, and vision of the
organization. This is precisely what is needed at the Durham Spanish Church: an
alignment between the values, mission, and vision of the members individually, and the

8

Masood et al., 942.

9

Ibid.

10

Barret, 56.

11

See appendix H.
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values, mission, and vision of the congregation as a whole. Talking about this type of
alignment, Barrett says,
While employee participation in the creation of the organizational mission and vision
is important, it is even more important that individuals are able to make a direct link
between their personal motivations and the organization’s motivations. Individuals
will move into alignment with an organization’s vision or mission only if they are
able to pursue their own mission within the framework of the organization’s vision
and mission. 12
He also states,
I will submit therefore that it is not the sharing of an organizational mission or vision
that creates cohesion, but the creation of opportunities within the organizational
mission for every individual to find work that corresponds to his or her personal
mission or vision. This is what creates alignment. Employees want work that brings
meaning to their lives, and they also want to see how their contributions make a
difference to the well-being of the organization as a whole and society at large. 13
Finally, Barrett’s process to create this alignment is presented in table 21. 14

Summary and Conclusions
The integration of transferred members into the Durham Spanish Church requires
the implementation of a continuous program which the main objective will be to create a
common mission, vision, and shared values among the members. The research project
conducted at this congregation for the last two years that is described in chapter four had
that intention in mind. The idea is to create an alignment between the personal values,
mission, and vision, and the congregational and organizational values, mission, and

12

Barrett, 119.

13

Ibid.

14

Ibid., 112. Barrett explains that he puts why in front of the personal or organizational internal
mission to get to a deeper level of motivation. He says: “This is an important concept. To get to a deeper
level of motivation ask, ‘Why?’ To move back ask, ‘How?’” Ibid., 113.
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Table 21. Barrett’s Four Why’s Process
Personal Motivation
VISION

Self-fulfillment

MISSION

Self-development

VALUES

Personal Values

Organization:
Internal Motivation
Organization
Fulfillment
Organization
Development
Internal Values

Organization:
External Motivation
Societal Contribution
Service to Customer
External Values

vision of the Durham Spanish Church. This is applicable to all individual members, but
especially to those who are transferred from another church in the North American
Division or from churches in the territory of the Inter-American Division. This alignment
is necessary for the effective functioning of the Durham Spanish Church and for the
fulfillment of its Global mission. It is also important for the fulfillment of the particular
and unique mission that God has granted to this congregation.

Table 22. Ideal Alignment at the Durham Spanish Church
Individual Members

Congregational

VISION

VISION

Preferred Situation After
Alignment
SHARED VISION

MISSION

MISSION

SHARED MISSION

VALUES

VALUES

SHARED VALUES

Evaluation of the Progress of the Integration Process
Six months have passed since the elaboration of the values, mission, and vision
statements of the congregation and already some fruits are beginning to sprout. The
leadership is trying to use them as their guidelines in the elaboration and execution of
plans and strategies. This attitude is clearly reflected in the area of evangelism. From
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September 29-October 3 the church was engaged in an evangelistic crusade with a guest
evangelist. Twenty-five people joined the congregation through baptism and profession
of faith. This was the result of the combined effort of all the departments of the church
which were inspired by the adopted values, mission, and vision. However, the reality is
that there is still much progress to be made. As the pastor of this congregation, I continue
to face resistance to change from people, including leaders, who, although well
intentioned, prefer to cling to what is familiar to them in spite of the fact that it has
proved to be ineffective and out of context. Instead of producing discouragement in me,
these types of situations turn on my researcher mode. I am reminded that it is my
privilege and responsibility to observe and study the culture and behavior of this
congregation to develop proactive and appropriate approaches and methodologies.
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CHAPTER VI

SUMMARY AND CONCLUSIONS

This chapter presents an account of the integration for the transferred members
process that was implemented at the Durham Spanish SDA Church in Durham, North
Carolina.

Summary
As Seventh-day Adventists who eagerly wait for the second coming of our Lord
Jesus Christ, we see ourselves as a movement. This fact, however, does not deny the
institutional and organizational nature of the church. The church does not exist or
function in a vacuum. There are social and cultural elements that surround and shape the
church. This is especially experienced and observed at the local congregational level.
There are several common denominators shared by all Seventh-day Adventist
congregations around the world. Examples of these are the fundamental beliefs of the
church, the administrative rules and norms, etc. However, each congregation has a
unique and distinctive identity or culture. Leadership styles, tools, and methodologies
that are appropriate and effective in one congregation are not necessarily acceptable or
functional in another congregational setting. Members who are transferred into the
membership of another congregation carry with them the organizational and
congregational culture of their previous church. This fact in itself is not necessarily
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negative. However when and if it is not managed properly it can become the cause for a
potential cultural clash. I have observed the same attitude in members that even though
they are baptized in the Durham Spanish church have had previous connection with the
Seventh-day Adventist Church somewhere else.
The Durham Spanish SDA Church is an example of this type of cultural clash.
The unity and effectiveness of this congregation has been diminished because there is not
a complete integration into the congregation of these two groups described above.
Therefore this dissertation has as its main purpose the development and implementation
of the appropriate action step to achieve this needed integration. Two factors must be
considered in regard to a program of this nature: (1) this must be seen not as an event but
as a process and (2) it must be based on a close observation and assessment of the
organizational and congregational culture of the Durham Spanish SDA Church and of
those who join it through baptism, profession of faith, or transference. The use of a
transformational leadership style has the potential to make a positive contribution in the
development of an effective integration program at the Durham Spanish Church because
of its appeal to higher values that can be shared by members of an organization.

Conclusions
The integration process is beginning to produce its results in the congregation,
especially among the leadership. The adopted values, mission, and vision of the
congregation are being taken into consideration at the time of creating and implementing
the strategic planning of the church. A sense of team work is starting to be predominant
at all the levels of the congregation. On January 16, 2010, the leadership organized a
special six hour program to pray, study, and preach about these values, mission, and
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vision. The fact that they are doing this on their own initiative is an indication that a
process of internalization of these values, mission, and vision is happening and with time
and effort will become an integral part in the life of the congregation. More testing of the
effectiveness of the integration process is needed through the use of surveys. However,
as it was mentioned in chapter 3, the use of a triangulation in the study of organizational
culture includes several approaches besides surveys. The observation of the behavior of
the Durham Spanish Church is also an effective tool to measure the progress of the
integration process.
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APPENDIX A

PAUL’S USE OF CONTEXTUALIZATION AND
CHRONOLOGY OF PAUL’S LETTERS

Table 23. Paul’s Use of Contextualization
EPISTLE
Philippians

PROBLEM
(1) Christians at Philippi
were experiencing some
kind of hostility.
(2) Certain Christian
teachers were opposing
Paul in like manner.

PAUL’S APROACH
(1) Instruction on how to
live under hostility.
(2) Instruction on how to
respond to Paul’s
adversaries. Paul urges the
Philippians to adopt Christ’s
humble attitude.

I Corinthians

(1) Divisions within the
church and the denial of
the physical resurrection
of believers.

(1) Paul points to the “cross
of Christ” in opposition to
the human “wisdom” and
“talk.”

Galatians

(1) Legalism in general
and nomism in particular.
(2) Exclusion of the
Gentile converts by those
who came from Judaism.
They stressed the “carnal”
relationship with
Abraham via the
circumcision.

(1) Paul emphasizes the full
membership of all (Jews and
Gentiles) through the
redemptive death of Christ.
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CONFESSION
(1) Christ’s hymn in
Philippians 2:6-11.
Paul holds up the
example of Christ.
He was equal to God
but He humbled
Himself in the
incarnation and
became obedient
throughout His
earthly ministry, even
to the extent of death
and His attitude and
action were approved
by God, who then
exalted Him to the
highest of positions.
(1) “Christ crucified”
and statements about
the cross (1:17, 18,
23; 2:2).
(2) Confessional
formula regarding
Christ’s death, burial,
resurrection, and post
resurrection
appearances (15:3b5).
(1) Christ’s
redemptive death on
a cross (1:4; 3:1, 13).
(2) The establishment
of new relationships
because of Christ’s
redemptive work
(3:26-28;4:4-5).
(3) God’s salvific
purpose having been
accomplished in what
Christ did (cf. 1:4;
4:4-5).

Table 23—Continued.
EPISTLE
Romans

PROBLEM
(1) The members of the
church in Rome did not
regard Paul as their
spiritual father and looked
elsewhere for their
traditions and support.

I Thessalonians

(1) The need for
encouragement to
preparedness for the
resurrection.

Colossians

(1) False teachings about
Christ’s Lordship.

I Timothy

(1) False teachings
advocating some form of
ascetic mysticism.
(1) Questions about the
legitimacy of Paul’s
apostolic ministry.

II Corinthians

PAUL’S APROACH
Paul uses early Christian
confessions in at least two
ways:
(1) To summarize and bring
to a climax his presentations
in the three main theological
sections of his letters (4:25;
8:33-39; 11:33-36).
(2) To support and focus his
arguments, as with the
materials of 1:3, 4; 3:24-26;
10:9; 14:9). Paul built
bridges of commonality
with his addressees by using
these materials, which were
presumably familiar to
them.
(1) Paul contextualizes two
traditional portions:
(1) An early Christian
confession proclaimed that
“Jesus died and rose again
(4:14) .
(2) A teaching of Jesus,
somehow retained within
the memory of the church,
about what will take place at
the time of resurrection
(4:15-17).
(1) Paul argues that Christ’s
Lordship extends over
everything that can be
thought of―whether
conceived of religiously or
cosmically. He also states
that God has fully
reconciled all things to
Himself and has effected
final peace through Christ’s
death on the cross.
(1) Similar to the one he
uses with the Colossians
(1) Paul declares that he has
been commissioned as an
apostle to carry out a
ministry of reconciliation
for the sake of the
Corinthians.

CONFESSION
(1) The hymn of praise
to God (11:33-36).
(2) The formulaic
Christological portions
(1:3, 4; 3:24-26; 4:25).
(3) The singlestatement affirmation
of the Lordship of
Christ (10:9).

(1) Jesus died and rose
again (4:14a).

(1) Jesus is the
supreme source of “all
fullness” by virtue of
His preeminence in all
things (1:15-20).

(1) Incarnation and
glorification of Christ
(3:16).
(1) God was in Christ
reconciling the world
(5:19b).

Source: Richard N. Longenecker, New Wine Into Fresh Wineskins: Contextualizing the
Early Christian Confessions (Peabody, MA: Hendrickson Publishers, 1999), 48-62.
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Table 24. Chronology of Paul’s Epistles
LETTERS
I and II Thessalonians
Four Great Epistles:
1. Galatians
2. I and II Corinthians
3. Romans

DATE
50 or 51 A.D.
52-56 A.D.

PLACE/CONTEXT
After his second missionary
journey
Third missionary journey

4-5 years of literary silence
1.
2.
3.
4.

Colossians
Philemon
Ephesians
Philippians

Pastoral Epistles
1. I Timothy
2. Titus
3. II Timothy

Roman captivity 59-61 A.D.

During his confinement in his
own hired lodging

64-65 A.D.

After his confinement, Paul
traveled for about 3 years in
missionary work.
1. I Timothy: Probably
from Macedonia
2. Titus: Most likely
from Corinth
3. II Timothy: From a
cell in Rome just
before his martyrdom

Source: Shaw, 4-5.
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APPENDIX C
ORGANIZATIONAL CULTURE

Table 30. Elements of Culture

Source: Driskill and Brenton, 43-53.
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Table 31. The OCI Measures an Organization’s Ideal Culture with Regard to Twelve
Different Value Styles
TYPE OF CULTURE
1. Humanistic-helpful Culture

2. Affiliative Culture

3. Approval Culture

4. Conventional Culture

5. Dependent Culture

6. Avoidance Culture

7. Oppositional Culture

8. Power Culture

9. Competitive Culture

10. Competence/Perfectionist Culture

11. Achievement Culture

12. Self-actualization Culture

DESCRIPTION
High priority is placed on constructive interpersonal
relationships. Members are expected to be friendly, open,
and sensitive to their work group and also to share feelings
and thoughts.
High priority is placed on constructive interpersonal
relationships. Members are expected to be friendly, open,
and sensitive to their work group and also to share feelings
and thoughts.
Conflicts are avoided and interpersonal conflicts are
pleasant—at least superficially. Members feel like they
should agree with, gain the approval of, and be likedy by
others.
Conservative, traditional, and bureaucratically controlled.
Members are expected to conform, follow the rules, make
good impressions, and always follow policies and
practices.
Hierarchically controlled and non-participative.
Centralized decision making leads members to do only as
they are told, clear all decisions with superiors, doing what
is expected and pleasing to those in positions of authority.
Fail to reward success but nevertheless punish mistakes.
The negative reward system leads members to shift
responsibilities to others, avoid any possibility of being
blamed, wait for others to act first, and take few chances.
Confrontation prevails and the negativism is rewarded.
Members gain status and influence by being critical and
thus reinforced to oppose the ideas of others, make safe
decisions, pointing out flaws and are hard to impress.
Non-participative organizational structured on the basis of
authority inherent in members’ positions. Members believe
they will be rewarded for taking charge, controlling
suordinates while being responsive to demands of
superiors.
Winning is valued and members are rewarded for
outperforming one another. Members operate in a win-lose
framework and believe they must work against, not with,
their peers.
Perfectionism, persistence, and hard work are valued.
Members feel they must avoid all mistakes, keep tract of
everything, work long hours to attain narrowly defined
objectives.
Do things well and value members who accomplish goals.
Members set challenging but realistic goals, establish plans
to reach them, and pursue them with enthusiasm.
Value creativity, quality over quantity, and both task
accomplishment and individual growth. Members are
encouraged to gain employment from their work, develop
themselves, and take on interesting activities.

Source: Cooperrider et al., 221, 222-adapted.

157

APPENDIX D
FOUR PART SEMINAR PRESENTATIONS AND SURVEY RESULTS

Table 32. First Presentation
Title
Tu Iglesia Es Unica
(Your Church Is Unique)

Purpose
To create the awareness
that each congregation has
a unique identity that is
shown in its values,
mission and vision. These
are factors that influence
every aspect of the life of
the congregation

Content
What is congregational
identity, how it is formed
and what the effects are.
General concepts about the
factors involved in the
formation of Hispanic
congregations in North
America.
The importance of
recognizing the existence
and role of congregational
identity.

Date
October
20, 2007

Content
The example of the early
church.
The example of Paul as a
leader who was aware of
and sensitive to the
concept of congregational
identity and the use of
contextualization of
strategies and
methodologies in the
context of the local
congregation.
What Ellen G. White has
to say about the use of
contextualization in the
local congregation.

Date
October
24, 2007

Table 33. Second Presentation
Title
Como Lo Hicieron Ellos
(The Way They Did It)

Purpose
To show that there is a
biblical basis for the idea
of congregational identity
and the contextualization
of the strategies and
methodologies to be used
in the local congregation
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Table 34. Third Presentation
Title
Factores que Hacen tu
Iglesia Algo Único
(Factors That Make
Your Church Something
Unique)

Purpose
To present how the
spiritual, social,
political, economic, and
community factors
shape and affect the
identity of a
congregation.
To show how the history
of a congregation shapes
its identity.
To show how sharing
the same values,
mission, and vision can
contribute to the
increasing of
commitment in the
congregation.

Content
Aspects that are globally
shared by Seventh-day
Adventist members.
How each person brings
personal baggage to
each congregation.
Different aspects
involved in the
formation of
congregations.

Date
October 31,
2007

Table 35. Fourth Presentation
Title
Valores en Acción
(Values in Action)

Purpose
To explain what values
are, how they differ
from methodologies and
strategies and how they
influence them.
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Content
Types of values

Date
November 7,
2007

Seminario de Clarificación de Identidad Congregacional
Primer Tema: “Tu Iglesia es Unica”
INTRODUCCION
Cuatro Preguntas importantes:
1. ¿Porque o para que estamos aquí?
Pregunta de propósito
2. ¿Hacia donde nos dirijimos?
Pregunta de dirección
3. ¿Como llegaremos allí?
Pregunta estrategica
4. ¿QUIENES SOMOS?
PREGUNTA DE IDENTIDAD
Estas son Preguntas importantes al nivel personal y congregacional
IDENTIDAD “Lo que identifica a alguien o a algo, el nombre o carácter esencial
que identifica algo o alguien. El conjunto de caracteristicas que
alguien
reconoce como perteneciendo unicamente a
el o a ella y constituyendo
su personalidad individual para la vida.” (Enciclopedia en Linea Encarta)
I.

IDENTIDAD CONGREGACIONAL

A. Una Realidad
1. Así como cada ser humano tiene su propia identidad personal, cada
congregación tiene su propia identidad.
2. El no conocer o ignorar este hecho puede limitar la efectividad y el
potencial de una congregación. La congregación que no conoce su
identidad esta expuesta a muchos peligros y errores no necesariamente
de índole doctrinal o teológico sino más bien de carácter existencial y
misional.
3. Así como una persona que no esta segura de su identidad o sea que no
sabe quien es, se ve afectada por la baja estima que a su vez lleva a un
deseo de copiar modelos que se presentan en los medios; también una
congregación cae en los mismos males dentro de su contexto.
B. La Primera Labor de Una Congregación
1. La primera labor de una congregación consiste en la busqueda de su
identidad. Antes de embarcarse en proyectos misioneros y
evangelístico esto es de vital importancia.
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II.

¿QUE ES INDENTIDAD CONGREGACIONAL

A. Definición e Implicaciones
1. “Es el conjunto persistente de creencias, valores, patrones, historias
y estilos que hacen una congregación distintivamente única.” (Jackson
W. Carrol, Carl S. Dudley and William McKinney. Handbook for
Congregational Studies, página 12)
2. “Las convicciones acerca de si misma que constituyen la identidad de
la congregación son raremente articuladas por los miembros unos a
otros. Como un tempano de hielo sumergido muchas veces
permanecen debajo de la superficie.” (Ibíd.) .
3. Ilustración: el tempano de hielo con el cuál chocó el Titanic.
B. El Efecto de la Identidad Congregacional
1. Gobierna los planes y estrategias.
2. Moldea su imagen publica
3. Influye en el estilo de adoración
4. Gobierna todas las decisiones de la congregación
III.

¿COMO SE FORMA LA IDENTIDAD DE UNA
CONGREGACION?

A. Típos de Factores
1.
2.
3.
4.
5.
6.

MUNDIALES
NACIONALES
DENOMINACIONALES
CONGREGACIONALES
FAMILIARES
INDIVIDUALES

B. Factores Específicos en las Congregaciones Hispanas
1. Factores de Empuje: Guerra o conflicto armado, Hambrunas o sequía,
Enfermedades, Pobreza ,Corrupción,Desacuerd con políticos,
Intolerancia religiosa, Desastres naturals,AbusosFalta de empleo u
oportunidades,Falta de varios derechos.
2. Factores de Atracción:Mejores entradas, Impuestos mas bajos, Mejor
clima, Mejor disponibilidad de empleos, Mejores atenciones mèdicas,
Mejores facilidades de educación, Mejor conducta entre la gente,
Razones familiars, Estabilidad Política,Tolerancia Religiosa
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3. Conceptos
a. Emigración: Es el acto y fenómeno de dejar nuestro país o
región de nativos para asentarse en otra. Es lo mismo que
inmigración pero desde la perspectiva del país de origen
b. Migración: Es el movimiento humano dentro de un mismo
estado o fronteras.
c. Inmigración: Es el movimiento de personas de un lugar a otro,
desde la perspectiva del país anfitrión
4. Los Estados Unidos han recibido mas de 50 millones de inmigrantes
durante
su historia.
5. En Norte America cientos de ciudades están experimentando una
transformación nunca Antes pensada. Miles de inmigrantes se han
establecido en comunidades rurales y en zonas urbanas atraídos por las
fuentes de trabajo.
6. La ciudad de Durham, North Carolina
7. Impacto de los inmigrantes:
a. Sociedad
b. Economía
c. Educación
d. Salud
IV.

LAS HISTORIA DETRAS LA HISTORIA

A. Ejemplos de Como se Establecen las Congregaciones Hispanas
1. Inicialmente los servicios se llevan a cabo en iglesias de habla inglesa
que ceden su espacio para acomodar a los nuevos feligreses.
2. A medida que el numero de feligreses aumenta y gana poder
económico se van adquiriendo o edificando propiedades con el fin de
prestar un mejor servicio.
3. Planificación o espontaneidad:
a. En algunos casos el proceso se lleva a cabo de una manera
organizada como parte de un plan de plantación de nuevas
congregaciones.
b. En otros casos la espontaneidad de las circunstancias juega un
papel más protagónico
163

4. Los factores y detalles que rodean y están envueltos en la formación de
una congregación determinan el carácter e identidad de una
congregación y forman lo que se conoce como una cultura
congregacional.
5. Ejemplos de Congregaciones
a. Iniciadas por obreros de temporada
b. Iniciadas por hombres solos con familia en sus paises de origen.
c. Iniciadas por empleados o estudiantes de escuelas, universidades,
hospitales, ministerios.
d. Producto de una división, pacifica u hostil
e. Producto de la unión de dos o varias congregaciones.
6. “Cada congregación es formada en diferentes maneras y en
circunstancias variables. Pero estas circunstancias dejan un sello único
en el carácter de la congregación y contribuyen a que sea distinta a
todas las demás congregaciones que existen sobre la faz de la tierra.”
B. Clarificando la Identidad Congregacional
1. La primera labor de una congregación que quiere descubrir su
identidad única es compenetrarse con su historia. Pero esto consiste en
más que hacer un recuento de sucesos cronológicos.
2. Para hablar de la historia de una congregación tenemos que incluir
varios factores y elementos que se relacionan unos con otros y que
llegan a formar una unidad armoniosa que tiene un impacto no solo en
los inicios de una congregación sino que repercute a través de su vida
ulterior.
3. Tres Típos de miembros en la Iglesia Hispana Adventista en Norte
America
Los miembros que han sido bautizados aquí
Los miembros que vienen trasladados de otras
congregaciones en Norte America

Los miembros que trasladan su membresía o visitan
las iglesias desde Latino America
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No han sido expuestos a la
organización y liderazgo Adventista
Han sido expuestos y han sido parte
activa en la organización y liderazgo
Adventista
Son adventistas de segunda y tercera
generación o tienen suficiente tiempo
en la iglesia y por lo tanto están
familiarizados con la organización y
liderazgo de la iglesia Adventista

IMPLICACIONES E IMPORTANCIA
4. “Cada iglesia es única. Por consecuencia, lo que trabaja para una
iglesia puede que no trabaje para otra.” (Aubrey Malphurs. Advance
Strategic Planning, a New Model for Church and Ministry Leaders 15)
5. “La gente sabe que cada congregación es diferente y que las
diferencias tienen consecuencias importantes. Un programa o
estrategia que trabaja bien en una iglesia pequeña, puede no trabajar en
una iglesia grande. (Janet R. Cawley. “Who is our Church” Imagining
Congregational Identity 2-3).
6. “Identidad es lo que hace a una congregación única y distinta de las
otras.” (Ibíd. 5)
7. “La busqueda por una declaración comprensiva de identidad que la
congregación entera pueda entender y aceptar, continua porque una
congregación que conoce su identidad, como una persona que se
conoce a si misma, puede ser flexible, abierta a considerar cambios y
abierta a responder a los llamados del Espíritu Santo con nuevas
iniciativas.” (Janet R. Cawley.“Who is our Church” Imagining
Congregational Identity page 8)
8. “Un claro y articulado sentido de identidad no previene el cambio
como algunos puedan pensar. Un fuerte sentido de identidad capacita a
una congregación para cambiar. Ellos son liberados por el sentido de
conocer quienes son al moverse hacia el futuro.” (Ibid).
C. La Obra del Espíritu Santo y la Identidad Congregacional
1. “Y conoceréis la verdad, y la verdad os hará libres.” Juan 8:32
2. Y yo rogaré al Padre, y El os dará otro Consolador para que esté
con vosotros para siempre; es decir, el Espíritu de verdad, a quien
el mundo no puede recibir, porque ni le ve ni le conoce, pero
vosotros sí le conocéis porque mora con vosotros y estará en
vosotros.” (Juan 14:16 -17).
3. “Pero el Consolador, el Espíritu Santo, a quien el Padre enviará en
mi nombre, El os enseñará todas las cosas, y os recordará todo lo
que os he dicho.” (Juan 14:26).
4. “Cuando venga el Consolador, a quien yo enviaré del Padre, es
decir, el Espíritu de verdad que procede del Padre, El dará
testimonio de mí, y vosotros daréis testimonio también, porque
habéis estado conmigo desde el principio.” (Juan 15:26-27).
165

5. “Pero cuando El, el Espíritu de verdad, venga, os guiará a toda la
verdad, porque no hablará por su propia cuenta, sino que hablará
todo lo que oiga, y os hará saber lo que habrá de venir. El me
glorificará, porque tomará de lo mío y os lo hará saber. Todo lo
que tiene el Padre es mío; por eso dije que El toma de lo mío y os
lo hará saber.” (Juan 16:13 -15).
6. Libertad de:
a. De la Esclavitud del Pecado.
b. De Errores Doctrinales.
c. De Errores de Identidad.
7. El Espíritu Santo nos da no solamente un conocimiento del
mensaje de las Escrituras, sino que también nos conduce a un
conocimiento apropiado y correcto de nosotros mismos y de
aquellos a quienes queremos alcanzar.
CONCLUSION
1. Lo que Dios dice de Nosotros
“Pero vosotros sois linaje escogido, real sacerdocio, nación santa,
pueblo adquirido para posesión de Dios , a fin de que anunciéis las
virtudes de aquel que os llamó de las tinieblas a su luz admirable”
(1Pedro 2:9).
2. Cada congregación debe conocer su Identidad para tener un concepto
claro de su misión.
¿Y quién sabe si para una ocasión como esta tú habrás llegado a
ser reina? (Esther 4:14)
3. Un conejo en el equipo de natación
Hubo una vez que los animales decidieron hacer algo significativo para resolver
los problemas del nuevo mundo. Así que organizaron una escuela. Adoptaron un
currículo de actividades que incluía correr, escalar, nadar y volar. Para hacer fácil
la administración del currículo todos los animales tomaron todas las materias.
El pato era excelente en natación; de hecho, era mejor que su instructor. Pero solo
obtuvo grados mediocres en volar y muy pobres en correr. Como era lento para
correr, tuvo que dejar la natación y quedarse después de clases para practicar el
correr. Esto causo que sus se gastaran tan malamente que se convirtió en solo un
nadador promedio. Pero promedio era un poco aceptable, así que nadie se
preocupo acerca de esto –con excepción del pato.
El conejo comenzó en el tope de su clase en correr, pero desarrollo un tic
nervioso en los músculos de sus piernas por tanto trabajo en la natación.
La ardilla era excelente en subir a los arboles, pero encontraba una frustración
constante en las clases de volar porque su instructor le hacia despegar desde el
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suelo en vez de la punta de los arboles. Desarrollo “Charlie horse” debido a sobre
extensión y solo obtuvo una C en trepar y D en correr.
El águila era un niño problema y fue severamente disciplinado por ser un no
conformista. En las clases de trepar les ganaba a todos los demás pues llegaba a la
punta de los arboles primero que todos los demás, pero insistía en usar sus propios
medios para llegar allá.”
LECCION:
CADA CONGREGACION ES UNICA Y TIENE UNA MISION Y
HABILIDADES UNICAS, NO HAY QUE TRATAR DE PARERCE AOTRA
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SURVEY

A.
B.
C.

Explanation
This is my position and will not change
This is my position but I will listen to you to know what you think
This is my position but I will listen to you to know what you think and
consider some possible alternatives or even changes

THEOLOGY
GOD
1. Is love
2. Is almighty
3. Expects obedience from us

A
A
A

B
B
B

C
C
C

FAITH STATEMENTS
1. God exists
2. Man needs God
3. The SDA Church is the Remnant Church

A
A
A

B
B
B

C
C
C

DOCTRINAL BELIEFS
1. The Sabbath is the day of rest
2. We must return the tithes
3. E. G. White was a prophetess

A
A
A

B
B
B

C
C
C

ETHICS
RULES
1. We must not buy or sell on Sabbath
2. We must not tell any kind of lie
3. We must not visit places of dubious reputation

A
A
A

B
B
B

C
C
C

A
A
A

B
B
B

C
C
C

A
A
A

B
B
B

C
C
C

MORAL LIFE OF THE CHURCH
1. We must not drink alcohol
2. We must not have extramarital relations
3. We must not sell drugs
4. This section of ABC need to line up to the left
CHURCH LIFE
METHODS OF GOVERNANCE
1. Pastor centered
2. Pastor/elders centered
3. Church Board centered
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DECISION-MAKING PROCESS
1. The pastor has to be present in all the decisions taken
A

B

C

2. All the decisions must be taken by the Board
A

B

C

3. All the decisions must be taken by the whole church
A

B

C

ARCHITECTURE
1. Any type of building can be used for worship
A
B
C
2. There must be a place separated for worship and
A
B
C
another for socializing.
3. Multi-use building is OK
A

B

C

A

B

C

A

B

C

A

B

C

A

B

C

WORSHIP STYLE
1. Informal
2. Formal
3. Contemporary
4. Traditional

HYMNOLOGY
1. It must follow an established order (example: The hymns have to be sung
at the opening of the service, and not before the sermon)
A

B

C

2. Hymns must be from the Hymnal
A

B
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C

3. Can be projected on a screen
A
4. The Hymnal must be used
A

B

C

B

C
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SURVEY RESULTS
Table 36. Theology
God is Love

Is Almighty

100%
0%
0%

100%
0%
0%

God exists

Man needs God

Non Openness to Change

100%

89.7%

The SDA
Church is the
Remnant
Church
89.6%

Openness to Dialogue
Openness to Change

0%
0%

10.3%
0%

6.8%
3.4%

The Sabbath is the day of
rest

We must return the
tithes

100%
0%
0%

89.7%
10.3%
0%

E. G. White
was a
prophetess
89.6%
6.8%
3.4%

Non Openness to Change
Openness to Dialogue
Openness to Change

Expect
Obedience
89.7%
10.3%
0%

Table 37. God/Faith Statement

Table 38. Doctrinal Beliefs

Non Openness to Change
Openness to Dialogue
Openness to Change

ETHICS
Table 39. Rules

Non Openness to Change
Openness to Dialogue
Openness to Change

We must not buy or sell
on Sabbath

We must not tell any
kind of lie

65.5%
17.2%
17.2%

79.3%
13.7%
6.8%

We must not
visit places of
dubious
reputation
82.7%
6.8%
10.30%

We must not have extra
marital relation
93.1%
3.4%
3.4%

We must not
sell drugs
89.6%
6.8%
3.4%

Table 40. Moral Life of the Church

Non Openness to Change
Openness to Dialogue
Openness to Change

We must not drink
alcohol
82.7%
13.7%
3.4%
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CHURCH LIFE
Table 41. Methods of Governance
Pastor centered

Pastor\elders centered

6.8%
17.2%
75.8%

10.3%
20.6%
68.9%

Non Openness to Change
Openness to Dialogue
Openness to Change

Church Board
centered
34.4%
10.3%
55.1%

Table 42. Decision Making Process
The Pastor has to be
present in all the
decisions taken

All the decisions must be
taken by the Board

17.2%
27.5%
55.1%

55.1%
6.8%
37.9%

Any type of building can
be used for worship

There must be a place
separated for worship
and another for
socializing
44.8%
17.2%
37.9%

Non Openness to Change
Openness to Dialogue
Openness to Change

All the
decisions must
be taken by
the whole
church
27.5%
44.82%
27.5%

Table 43. Architecture

51.7%
20.6%
27.5%

Non Openness to Change
Openness to Dialogue
Openness to Change

Multi-use
building is
OK
20.6%
20.6%
58.6%

Table 44. Worship Style

Non Openness to
Change
Openness to
Dialogue
Openness to
Change

Informal

Formal

Contemporary

Traditional

10.3%

62.0%

55.17%

31.0%

13.7%

17.2%

24.1%

17.2%

75.8%

20.6%

20.6%

55.1%
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Table 45. Hymnology

Non Openness to
Change
Openness to
Dialogue
Openness to
Change

It must follow an
established order

Hymns must be
from the Hymnal

Can be projected
on a screen

27.5%

27.5%

34.4%

The
Hymnal
must be
used
20.6%

24.1%

17.2%

31.0%

24.1%

48.2%

55.1%

34.4%

55.1%
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APPENDIX E
SAMPLE OF VALUES EXERCISE

Table 46. Values Exercise: Personal Level
Exercise #
1

2

3
4

5

6 and 7

Description
From various illustrations the person
chooses one animal whose
characteristics best describes him or
her.
Eighteen areas are presented
containing a list of values. The
person has to choose two values
from each area with a total of 36
values at the end of the exercise.
To reduce the list of values from 36
to 10 and then from 10 to 5.
A chart containing a list of verbs.

A chart rated from 1-5. 1 indicates
that a value rarely leads the
decisions and actions of the person.
3 indicate a moderate role playing of
the values and 5 a constant guidance
of the value in the life of the person.
Writing of mission and vision
statements.
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Purpose
Ice breaking

To initiate a process in
which the person selects the
values that are considered to
be more important for him or
her.
To reduce and prioritize the
values of the person.
The person is instructed to
choose 5 verbs to be used in
exercise 6 of them with the 5
values.
To identify the degree of
importance of a value in the
life of a person.

To help the person in the
process of creating personal
values, mission and vision
statements.

Table 47. Values Exercise: Congregational Level
Exercise #
1

2

Description
From various illustrations the person
chooses one animal whose
characteristics best describes the
congregation.
Eighteen areas are presented
containing a list of values. The
person has to choose two values
from each area with a total of 36
values at the end of the exercise.

3

To reduce the list of values from 36
to 10 and then from 10 to 5.

4

A chart containing a list of verbs.

5

A chart rated from 1-5. 1 indicates
that a value rarely leads the
decisions and actions of the
congregation. 3 indicate a moderate
role playing of the values and 5 a
constant guidance of the value in the
life of the congregation.
Writing of values, mission, and
vision statements.

6 and 7
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Purpose
Ice breaking

To initiate a process in
which the person selects
the values that he or she
considers that are
demonstrated in the
congregation.
To reduce and prioritize
the values demonstrated
by the congregation.
The person is instructed
to choose 5 top verbs to
be used in exercise 6 of
them with the 5 top
values.
To identify the degree of
importance of a value in
the life of the
congregation.

To help the person in the
process of creating
congregational values,
mission, and vision
statements.
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Table 48. Values/Exercises 2-3
Area de Valor
Armonia

Aventura

Belleza

Valor
Serenidad
Constancia
Orden
Tranquilidad
Paz
Comprensión
Riezgo
Apuesta
Peligro
Busqueda
Atrevimiento
Experimento
Elegancia
Gracia
Atractivo
Magnificencia

Escoja 2

Area de Valor
Espiritualidad

Juego

Inspiración

Ternura
Empatía
Soporte
Conisderación
Presencia
Facilitación
Asistencia
Servicio
Provisión
Fortalecimiento
Mejoramiento
Visión
Originalidad
Percepción
Invención
Imaginación
Aprendizaje
Innovación
Observación
Distinción

Integridad

Dominio

Experto
Excelencia
Efectividad
Entendimiento
Superioridad

Relación

Enseñanza

Educación
Información
Instrucción
Preparación
Conocimiento
Inteligencia
Sensaciónes
Sentirse bien
Sabiduría

Compasión

Contribución

Creatividad

Descubrimiento

Experiencia

Liderazgo

Logro

Placer
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Valor
Concientización
Religiosidad
Acceptación
Honor
Conciencia
Iluminación
Diversión
Delicia
Risa
Entretención
Gozo
Recreación
Toque
Animo
Influencia
Creación
Estimulo
Dirección
Honestidad
Respeto
Confianza
Auntenticidad
Responsabilidad
Guia
Influencia
Dirección
Animo
Organización
Victoria
Adquisición
Ganancia
Éxito
Comprensión
Extasis
Sensualidad
Gratitud
Buena Condición
Relajamiento
Energía
Amor
Asociación
Comunidad
Cooperación
Conección
Familia

Escoja 2

Table 49. Values/Exercise 4
Verbos
Adoptar
Afirmar
Abrazar
Abrir
Aconsejar
Adorar
Adquirir
Alabar
Alumbrar
Alimentar
Aliviar
Ampliar
Animar
Apreciar
Ascender
Asociar
Avanzar
Aventurar

Brillar
Buscar
Cambiar
Causar
Ceder
Clamar
Concevir
Confirmar
Comunicar
Compartir
Competir
Completar
Componer
Conceder
Conceder
Conectar
Construir
Conservar
Considerar
Constuir
Contactar
Continuar
Crear
Creer
Ejecutar
Entender
Envolver
Facilitar
Financiar
Ganar
Guardar

Verbos

Verbos

Dar
Dirijir
Dominar
Depender
Educar
Elegir
Elvolver
Enlistar
Ensanchar
Entender
Entretener
Escribir
Escoger
Evaluar
Explorar
Entusiasmar
Expresar
Extender

Negociar
Organizar
Participar
Pasar
Perdonar
Persuadir
Poseer
Practicar
Preparar
Presentar
Premiar
Progresar
Prometer
Promover
Producir
Reclamar
Proveer
Recibir
Reclamar
Recordar
Relajar
Relacionar
Renovar
Rendir
Respetar
Restaurar
Resonar
Retornar
Revisar
Saber
Sacrificar
Salvar
Sanar
Satisfacer
Servir
Soñar
Sostener
Trabajar
Traducir
Tocar
Tomar
Traducir
Usar
Utilizar
Validar
Valorar
Verbalizar
Voluntariar
Viajar

Hablar
Hacer
Hospedar
Identificar
Iluminar
Improvisar
Ingeniar
Inspirar
Integrar
Innovar
Jugar
Juzgar
Laborar
Lanzar
Mantener
Mediar
Medir
Meditar
Mejorar
Modelar
Moldear
Madurar
Motivar
Mover
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Verbos

Escoja 10

Sus
Valores

Table 50. Values/Exercise 5
Verbo

Valor

Raras veces
dirije mi
conducta

A veces dirije
mi conducta

Constantemente
dirije mi
conducta

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

VALOR

PUNTUACION

EXERCISES 6-7
MI MISION PERSONAL

Su Nombre
ES
Verbo

Valor

Verbo

Valor

Verbo

Valor
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APPENDIX F

DURHAM SPANISH LEADERSHIP STATEMENTS OF
VALUES, MISSION, VISION, AND STRATEGIES

LEADERSHIP STATEMENT FOR THE ECLESIASTICAL YEAR 2009-2010
The leadership of the Durham Spanish SDA Church of North Carolina declares that it
will plan and execute its projects, programs, and activities in accordance with the
following:
OUR VALUES: WHAT IS IMPORTANT TO US?
Responsibility-Love-Humility-Consecration-Unity
THE GLOBAL MISSION OF OUR CONGREGATION: WHY ARE WE ON THIS
PLANET?
1. To fulfill the Great Commission given by Jesus in Mathew 28
2. To preach the Messages of the Three Angels of Revelation 14
THE SPECIFIC MISSION OF OUR CONGREGATION: WHY ARE WE IN
DURHAM?
To Seek and Save the Needy People of Durham and Its Surrounding Area
OUR VISION: HOW DO WE SEE OUR CONGREGATION A YEAR FROM
NOW?
United, consecrated, and preaching the love of Christ
OUR STRATEGIES: WHAT ARE WE GOING TO DO THIS YEAR TO
VALIDATE OUR VALUES, ACCOMPLISH OUR MISSION, AND FULFILL
OUR VISION
1. We will organize small groups, evangelistic crusades, and other
missionary efforts
2. We will work in our community with the following assistance programs:
a. Domestic Violence
b. Drug Addiction
c. Gang-related Problems
d. Health
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APPENDIX G
GLOBE PROJECT INFORMATION AND SURVEY

Table 51. The Six Dimensions of the CLT Leadership Profiles
Charismatic/Value-based

Team-oriented

Participative

A broadly defined
leadership dimension that
reflects the ability to
inspire, to motivate, and to
expect high performance
outcomes from others on
the basis of firmly held
core beliefs.
Charismatic/value based
leadership is generally
reported to contribute to
outstanding leadership.
A leadership dimension
that emphasizes effective
team building and
implementation
of a common purpose or
goal among team
members. Team-oriented
leadership is
generally reported to
contribute to outstanding
leadership.
A leadership dimension
that reflects the degree to
which managers involve
others in making and
implementing decisions.
Participative leadership is
generally reported to
contribute to outstanding
leadership, although there
are meaningful differences
among countries
and clusters.
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The highest reported score
is in the Anglo cluster
(6.05).

The lowest
score in the
Middle East
cluster

Highest score in Latin
American cluster (5.96).

The lowest
score in
Middle East
cluster
(5.47).

Highest score in Germanic
Europe cluster (5.86).

The lowest
score in
Middle
East cluster
(4.97).

Table 51—Continued.
Humane-oriented

Autonomous

Self-protective

A leadership dimension
that reflects supportive and
considerate leadership
but also includes
compassion and
generosity. Humaneoriented leadership is
reported
to be almost neutral in
some societies and to
moderately contribute to
outstanding leadership in
others.
This newly defined
leadership
dimension, which has not
previously appeared
in the literature, refers to
independent and
individualistic leadership.
Autonomous leadership
is reported to range from
impeding outstanding
leadership to slightly
facilitating outstanding
leadership.
From a Western
perspective,
this newly defined
leadership dimension
focuses on ensuring the
safety and security of the
individual. It is selfcentered and face saving in
its approach. Selfprotective leadership is
generally
reported to impede
outstanding leadership.

Highest score in Southern
Asia
cluster (5.38).

The lowest
score in
Nordic
Europe
cluster
(4.42).

Highest score in Eastern
Europe cluster (4.20).

The lowest
in Nordic
Europe
(2.72).

Highest score in Southern
Asia cluster.

The lowest
in Nordic
Europe.

Source: Javidan et al., “In the Eye of the Beholder: Cross-cultural Lessons in Leadership
From Project GLOBE.”
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Table 52. GLOBE Project Four Phases
Phase 1
Phase 2

Development of research instruments
Devoted to assessment of nine
dimensions of societal and
organisational cultures and tests of
hypotheses relevant to the relationships
among these cultural dimensions and
cultural-level implicit theories of
leadership
Will investigate the impact and
effectiveness of specific leader
behaviors and styles on subordinates'
attitudes and job performance and on
leader effectiveness.
will also be directed toward the
identification of culture-specific aspects
of leadership and organisational
practices, as well as the longitudinal
effects of leadership and organisational
practices on organisational
effectiveness.
will be devoted to identifying
relationships between organisational
contingencies (size, technology,
environment), organisational form and
processes, and organisational
effectiveness.
will employ field and laboratory
experiments to confirm, establish
causality, and extend previous findings

Phase 3

Phase 4 (projected):

Source: Javidan et al., “In the Eye of the Beholder: Cross-cultural Lessons in Leadership
From Project GLOBE.”
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RESPONSE FROM GLOBE PROJECT
You can access our instruments via our website:
http://www.thunderbird.edu/wwwfiles/ms/globe/
Mansour Javidan, Ph.D.
Dean of Research and Garvin Distinguished Professor
Thunderbird School of Global Management
15249 N. 59th Ave.
Glendale, AZ 85306

>>> "Domingo A. Paulino" <paulidom@nc.rr.com> 12/2/2008 9:25 AM >>>
Hello my name is Domingo Paulino. I am a Minister in the Seventh -day Adventist
Church. I pastor three hispanics congregations in North Carolina, USA. I am working in
Doctol of Ministry degree (D.Min) my dissertation is about the integration of Seventh -day
Adventists members that come from Latin America (especifically from Mexico, Central
America, the Spanish speaking Caribbean Islands and Colombia and Venezuela) into the
local Hispanic Seventh -day Adventist congregations in North America. I came across
with the GLOBE Project materials while working in the literature review for my
dissertation. I think that what you have accomplished is outstanding. I want to ask you if I
can use your material in my research. I would appreciate if you can contact me through
my E mail paulidom@nc.rr.com or via telephone (919) 326-9683.
Thanks for your assistance!!!
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Cover Letter/Oral Instructions
1. The purpose of this project is the integration of Adventists who are attending
or transferring their membership into the Durham Spanish Church in North
Carolina. The project involves a research of the organizational culture of the
participants and the level of their integration into the local church.
2. One survey will be given. The purpose of this survey is to determine the
perception of the participants in three specific areas:
a) Role of the church leadership
b) Function and mission of the local church
c) Their support and involvement in the mission of the local church.

3. This research will be conducted at the Durham Spanish Church in North
Carolina. It will provide an opportunity to self-evaluation to the participants
that will help them in their integration into the local church. The results and
findings of this research will also assist other congregations that may face
similar dynamics and challenges. It will also provide valuable information to
the researcher (the Pastor) in his effort to create an effective integration
program at the Durham Spanish church.
4. The confidentiality of the participants will be maintained at all times.
5. The participation in this research is totally voluntary and those who refuse to
participate will not be penalized and will not lose any privilege or benefit to
which they are entitled. Those who decide to participate will have the
opportunity to withdraw at any time during the research.
6. The return of the questionnaires will be taking as an indication of your
consent to participate in this research.
7.
8. Those taking part in the research will have the opportunity to ask questions,
both in public or private. They will be able to contact: Domingo A. Paulino
(Researcher) 2328 Diquedo Dr. Raleigh, NC 27604 (919)326-9683\
paulidom@nc.rr.com.
9. takes about an hour.
10. The researcher will collect the survey.
11. The results of the survey will be available to all the participants after the data
has been collected, analyzed and interpreted.
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NOTE
Section 3 is partially included here as an example. Section 1 and 3 are almost identical.
The only difference is that section 3 uses SHOULD BE in from of the same questions
that are formulated in section 1.

[203]

[204]

[205]

[206]

[207]

SPANISH VERSION\ADAPTED TO A CONGREGATIONAL SETTING
La Manera en que son las Cosas en su Congregación
Instrucciones
En esta sección estamos interesados en sus creencias acerca de como son las normas, valores
y prácticas en la congregación en la cual usted trabaja como líder. En otras palabras
estamos interesados en como es su congregación, no en como debería ser. No
hay respuestas correctas o incorrectas y estas no indican lo bueno o lo malo de esta
congregación. Por favor responda a las preguntas circulando el numero que mas represente
sus observaciones en cuanto a su congregación.
1-1. En esta congregación el orden y la consistencia son enfatizados aun cuando signifique
sacrificar la experimentación y la innovación.
1
Completamente
de acuerdo

2

3

4
Ni en acuerdo
ni en
desacuerdo

5

6

7
En completo
desacuerdo

5

6

7
No agresiva

5

6

7
Improvisando

5

6

7
Mantener las
cosas como
están

1 -2. En esta congregación la gente es generalmente:
1 Agresiva

2

3

4

1 -3. La manera de ser exitoso en esta congregación es:
1
Planificando

2

3

4

1 -4. En esta congregación la norma aceptada es:
1
Planificar el
Futuro

2

3

4

1 -5. En esta congregación la influencia de una persona se basa primeramente en:
1
La habilidad y
contribución de
la persona a la
congregación

2

3

4

5

6

7
La autoridad y
posición de la
persona

5

6

7
No actua con
seguridad en lo
que cree

1 -6. En esta congregación la gente generalmente:
1
Actúa con
seguridad en lo
que cree

2

3

4

1 -7. En esta congregación los lideres promueven la lealtad al grupo aun cuando esto
afecte las metas individuales.
1
Completamente
de acuerdo

2

3

4
Ni en acuerdo
ni en
desacuerdo

5

6

7
En completo
desacuerdo

5

6

7
Espontaneas
(una hora
antes)

5

6

7
No se preocupa
por los demas

1 -8. En esta congregación las reuniones son:
1
Planificadas
con avance
(dos semanas
antes)

2

3

4

1-9. En esta congregación la gente generalmente:
1
Se preocupa
por los demas

2

3

4
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1 -10. En esta congregación la gente generalmente es:
1
Dominante

2

3

4

5

6

7
No dominante

1 -11. En esta congregación la gente se siente orgullosa de los logros individuales
alcanzados por sus lideres.
1
Completamente
de acuerdo

2

3

4
Ni en acuerdo
ni en
desacuerdo

5

6

7
En completo
desacuerdo

1 -12. Los incentivos y reconocimientos en esta congregación están diseñados para
Incrementar:
1
El interes
individual

2

3

4

5

6

7
El interes
colectivo

5

6

7
Cuestionen las
ordenes de sus
dirigentes

5

6

7
Tierna

1 -13. En esta congregación se espera que los subordinados:
1
Obedezcan sin
preguntar

2

3

4

1 -14. En esta congregación la gente es generalmente:
1
Ruda

2

3

4

1 -15. En esta congregación los líderes y miembros en general son animados a
continuamente tratar de mejorar su rendimiento.
1
Completamente
de acuerdo

2

3

4
Ni en acuerdo
ni en
desacuerdo

5

6

7
En completo
desacuerdo

1 -16. En esta congregación el trabajo es altamente estructurado (sistematizado,
organizado) lo cual lleva a no tener eventos que no hayan sido programados.
1
Completamente
de acuerdo

2

3

4
Ni en acuerdo
ni en
desacuerdo

5

6

7
En completo
desacuerdo

1 -17. En esta congregación las mujeres son animadas a participar en desarrollo
profesional mas que los hombres.
1
Completamente
de acuerdo

2

3

4
Ni en acuerdo
ni en
desacuerdo

5

6

7
En completo
desacuerdo

5

6

7
Otros factores
que no son la
efectividad en
el rendimiento

1 -18. En esta congregación los recocimientos se basan:
1
Solo en la
efectividad en
el rendimiento

2

3

4
Efectividad en
el rendimiento
y otros factores

1 -19. En esta congregación las instrucciones y requirimientos del trabajo y
responsabilidades se explican en forma detallada para que cada persona entienda lo que
se espera de el/ella.
1
Completamente
de acuerdo

2

3

4
Ni en acuerdo
ni en
desacuerdo

5

6

7
En completo
desacuerdo

1 -20. En esta congregación ser innovativo para mejorar el rendimiento y efectividad es
generalmente:
1
Sustancialmente
Reconocido

2

3

4
Reconocido de
alguna manera
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5

6

7
No Reconocido

1-21. En esta congregación la gente es generalmente:
1
Muy sensitiva
a los demas

2

3

4

5

6

7
No sensitiva a
los demas

1-22. En esta congregación las tareas que demandan fuerza física son usualmente
llevadas a cabo por:
1
Hombres

2

3

4

5

6

7
Mujeres

1 -23. En esta congregación los líderes de departamentos se sienten orgullosos de los
logros individuales de los miembros de cada departamento.
1
Completamente
de acuerdo

2

3

4
Ni en acuerdo
ni en
desacuerdo

5

6

7
En completo
desacuerdo

5

6

7
No muy
amistosa

1-24. En esta congregación la gente es generalmente:
1
Muy amistosa

2

3

4

1-25. En esta congregación la gente que ocupa cargos o responsabilidades tratan de:
1
Incrementar la
distancia social
con aquellos
que no tienen
cargos

2

3

4

5

6

7
Disminuir la
distancia social
con aquellos
que no tienen
cargos

1-26. En esta congregación los miembros sienten lealtad hacia la iglesia.
1
Completamente
de acuerdo

2

3

4
Ni en acuerdo
ni en
desacuerdo

5

6

7
En completo
desacuerdo

5

6

7
En completo
desacuerdo

5

6

7
Se sienten
grandemente
orgullosos de
trabajar para la
congregación

1-27. En esta congregación los miembros se proponen metas altas.
1
Completamente
de acuerdo

2

3

4
Ni en acuerdo
ni en
desacuerdo

1-28. Los miembros de esta congregación:
1
No se sienten
orgullosos de
trabajar para la
congregación

2

3

4
Se sienten
moderadamente
orgullosos de
trabajar para la
congregación

1-29. En esta congregación la gente es generalmente:
1
Generosa

2

3

4

5

6

7
No generosos

3

4

5

6

7
El
individualismo
es mas
valorizado

1-30. En esta congregación:
1
La unidad del
grupo es
valorizada mas
que el
individualismo

2

1-31. En esta congregación la mayoría de la gente cree que el trabajo sería más efectivo si
hubieran:
1
Mas Mujeres
en posiciones
de autoridad
que las que hay
actualmente

2

3

4
Cerca del
mismo numero
de Mujeres en
posiciones de
autoridad que
las que hay
actualmente
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5

6

7
Menos Mujeres
en posiones de
autoridad que
las que hay
actualmente

1-32. Cuando los lideres de esta congregación tienen desacuerdos, ¿a quien le hablan
acerca de esos desacuerdos?
1
A nadie

2

3

4
Solo a otros
líderes

5

6

7
A quien ellos
quieran
decirselo

6

7
En completo
desacuerdo

1-33. Esta congregación muestra lealtad hacia sus miembros.
1
Completamente
de acuerdo

2

3

4
Ni en acuerdo
ni en
desacuerdo

5

1-34. ¿Qué porcentaje de posiciones de liderazgo en esta congregación es ocupada por
mujeres?
1
10%

2
10-25%

3
26-44%

4
45-55%

5
56-75%

6
76-90%

7
90%

Sección 2
Comportamiento Del Líder
Instrucciones
Usted probablemente está conciente de gente en su congregación o iglesia en general que
están excepcionalmente capacitados para motivar, influenciar, o capacitar a otros tanto
en forma individual como en grupo para que puedan contribuir para el exito de la
congregación o de la iglesia en general. A estos se les suele llamar “Líderes
excepcionales.”En las siguientes páginas hay varias conductas y características que
pueden ser usadas para describir líderes. Cada conducta o característica está acompañada
por una corta definición para clarificar su significado.
Usando la descripción usada arriba de un líder excepcional como guía, califique el
comportamiento y características en las siguientes páginas. Para hacer esto, en el cuadro que
está a la izquierda del comportamiento o característica escriba el numero de la escala
presentada abajo que mejor describa cuan importante esa conducta o característica es para
que un líder sea considera excepcional.
1. Esta conducta o característica limita grandemente a una persona para ser un líder
destacado.
2. Esta conducta o característica limita de alguna manera a una persona para ser un
líder destacado.
3. Esta conducta o característica ligeramente limita a una persona par ser un líder
destacado.
4. Esta conducta o característica no tiene impacto en el hecho de que una persona sea
un líder destacado.
5. Esta conducta o característica contribuye ligeramente a que una persona sea un
líder destacado.
6. Esta conducta o característica contribuye de alguna manera a que una persona
sea un líder destacado.
7. Esta conducta o característica contribuye grandemente a que una persona sea un
líder destacado.
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Puntaje

Característica\Conducta
2-1. Diplomático
2-2. Evasivo
2-3.Mediador
2-4. Mandón
2-5. Positivo
2-6. Competitivo intragrupalmente
2-7. Autónomo
2-8. Independiente
2-9. Despiadado
2-10. Sensible
2-11. Orientado a la
mejoría
2-12. Inspiracional

2-13. Anticipatorio
2-14. Arriesgado
2-15. Sincero
2-16. Confiable
2-17. En contacto con el
mundo
2-18. Evitar conflictos
intra-grupales
2-19. Hábil administrador
2-20. Justo
2-21. Capacidad para
resolver conflictos
2-22. Claro
2-23. Auto –interesado
2-24. Tiránico
2-25. Integrador
2-26. Calmado
2-27. Provocador
2-28. Leal
2-29-Unico\a
2-30-Colaborativa
2-31-Animadora
2-32-Incrementador
de moral
2-33-Arrogante
2-34-Odernado
2-35-Preparado

Descripción
Hábil en relaciones interpersonales, tacto
Se refrena de hacer comentarios negativos para mantener
buenas relaciones
Interviene para resolver conflictos entre individuos
Dice a los subordinados lo que tienen que hacer de
manera autoritaria
Generalmente optimista y confiado
Tratar de superar el rendimiento de otros en su grupo
Actúa independientemente y no depende de otros
No depende de otros y se gobierna a si mismo\a
Penalizador, sin piedad o compasión
Se hiere y ofende fácilmente
Busca constante mejoría en el rendimiento
Inspira emociones, creencias, valores y conductas en
otros. Inspira a otros para motivarse a trabajar
fuertemente
Anticipa, trata de predecir eventos, considera lo que
pasará en el futuro
Dispuesto a invertir grandes recursos en empresas que
no parecen tener grandes probabilidades de exito
Cree lo que dice, serio
Se merece confianza, se puede creer que puede mantener
su palabra
Interesado en lo que sucede en el mundo, tiene un
cuadro de lo que sucede a su alrededor
Evita conflictos con los miembros de su grupo
Planificador, organizador, coordina y controla el trabajo
de un gran grupo (75 o mas) de individuos
Actúa de acuerdo con lo que es correcto y justo
Capacidad para resolver conflictos de modo que todos
salgan beneficiados o ganando
Fácilmente se le entiende
Busca sus propios intereses
Actúa como un tirano o déspota, imperativo
Integra a la gente o a las cosas dentro de un todo
cohesivo
No se inquieta fácilmente
Estimula disturbios
Permanece junto a sus amigos y los anima aun cuando
estos tienen problemas serios
Una persona inusual que tiene caracteristicas y
comportamientos que la hacen distinta a las demas.
Trabaja en conjunto con otros
Da ánimo y confianza o esperanza a travez de consejos y
conforte
Incrementa la moral de los subordinados al ofrecer
ánimo y reconocimiento al demostrar auto-confianza.
Presuntuoso y con tendencias a tratar de dar ordenes
Organizado y metódico en el trabajo
Está listo para futuros eventos
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2-36-Autocrático
2-37-Secretivo
2-38-Anti-social
2-39-Fraternal
2-40-Generoso
2-41-Formal

Toma decisiones de una manera dictatorial
Tiende a esconder información de los demás
Evita a las gentes o grupos. Prefiere su propia compañía
Tiende a ser un buen amigo de sus subordinados
Dispuesto a dar tiempo, dinero, recursos y ayudar a otros
Actúa en conformidad con reglas, convenciones y
ceremonias
No se jacta, se presenta a si mismo de una manera
humilde
Aprende y entiende fácilmente
Toma decisiones firme y rápidamente
Consulta con otros antes de actuar o tomar decisiones
Temperamental. Fácilmente agitado
Trabaja y actúa separado de los demas

2-42-Modesto
2-43-Inteligente
2-44-Decisivo
2-45- Consultativo
2-46-Irritable
2-47-Solitario
2-48-Entusiasta
2-49-Averso a los riesgos
2-50- Vendictivo
2-51- Compasivo
2-52-Sometido
2-53-Egocentrico
2-54-No explicito
2-55-Distante
2-56-Estimulador
intelectual

Demuestra e imparte emociones fuertes y positivas en su
trabajo
No le gustan los riesgos y los evita
Vengativo, busca revancha cuando se le ha
Tiene empatía por otros, inclinado a ayudar y mostrar
misericordia
Suprimido, callado
Enfocado en si mismo
Sutil, no comunica explícitamente, comunica con
metáforas y alegorías.
Separado, se separa de los demás, dificil para hacerse
amigo de el/ella
Anima a otros a usar sus propias mentes, desafía las
creencias , estereotipos y actitudes de otros

Sección 3
La Manera en que Generalmente Deberían ser las Cosas en su Congregación
Instrucciones
En esta sección estamos interesados en sus creencias acerca de como deberían ser las
normas, valores y prácticas en esta congregación en la cual usted es un líder o
miembro. No hay respuestas correctas o incorrectas y las respuestas no indican lo bueno o lo
malo de la congregación. Por favor responda a las preguntas circulando el numero que mas
represente sus observaciones acerca de su congregación.

3 -1. En esta congregación el orden y la consistencia deberían ser enfatizados aun a
expensas de la experimentación y la innovación
1
Completamente
de acuerdo

2

3

4
Ni en acuerdo
ni en
desacuerdo

5

6

7
En
completo
desacuerdo

6

7
No
agresiva

3-2. En esta congregación la gente debería ser animada a ser:
1
Agresiva

2

3

4
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5

3-3. En esta congregación la gente exitosa debería:
1
Planear por
adelantado

2

3

4

5

6

7
Tomar los
eventos como
ocurran

5

6

7
Aceptar las
cosas como
están

5

6

7
Aceptar las
cosas como
están

6

7
No tener Auto confianza

3-4. En esta congregación la norma aceptada debería ser:
1
Planear para el
futuro

2

3

4

3-5. En esta congregación la gente exitosa debería:
1
Planear para el
futuro

2

3

4

3-6. En esta congregación la gente debería ser animada a:
1
Tener
Auto-confianza

2

3

4

5

3-7. Creo que en esta congregación los líderes deberían por lo general promover la lealtad
al grupo aun cuando las metas individuales sufran.
1
Completamente
de acuerdo

2

3

4
Ni en acuerdo
ni en
desacuerdo

5

6

7
En completo
desacuerdo

5

6

7
Espontaneas (1
hora antes)

6

7
No interesarse
por los demás

6

7
No ser
dominante

3-8. En esta congregación las reuniones deberían ser:
1
Planificadas en
avance (2 o mas
semanas) en
avance

2

3

4

3-9. En esta congregación la gente debería ser animada a:
1
Interesarse por
los demás

2

3

4

5

3-10. En esta congregación la gente debería ser animada a:
1
Ser dominante

2

3

4

5

3-11. En esta congregación los miembros deberían enorgullecerse de los logros
individuales de sus líderes.
1
Completamente
de acuerdo

2

3

4
Ni en acuerdo
ni en
desacuerdo

5

6

7
En completo
desacuerdo

3-12. En esta congregación los reconocimientos deberían ser diseñados para incrementar:
1
El interes
individual

2

3

4

5

6

7
El interes
colectivo

5

6

7
Cuestionar a
sus líderes si
no están de
acuerdo

6

7
Tierna

3-13. En esta congregación los subordinados deberían:
1
Obedecer a sus
líderes sin
preguntar

2

3

4

3-14. En esta congregación la gente debería ser animada a ser:
1
Dura

2

3

4
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3-15. En esta congregación los líderes deberían ser animados a procurar continuamente
mejorar su rendimiento.
1
Completamente
de acuerdo

2

3

4
Ni en acuerdo
ni en
desacuerdo

5

6

7
En completo
desacuerdo

3-16. En esta congregación una persona cuyo trabajo es altamente estructurado o
planificado y que no está acostumbrado a enfrentar eventos no esperados o planificados.
1
Tiene mucho
por lo cual estar
agradecido\a

2

3

4

5

6

7
Se está
perdiendo
muchas cosas
emocionantes

3-17. En esta congregación los hombres deberían ser animados a participar en actividades
de desarrollo profesional mas que las mujeres.
1
Completamente
de acuerdo

2

3

4
Ni en acuerdo
ni en
desacuerdo

5

6

7
En completo
desacuerdo

3-18. En esta congregación los mayores reconocimientos deberían estar basados en:
1
Solo el
rendimiento
efectivo

2

3

4
Efectividad en
el rendimiento y
otros factores
(ejemplo:
tiempo como
miembro de la
congregación)

5

6

7
Solo factores
que no tienen
que ver con la
efectividad en
el rendimiento

3-19. En esta congregación las instrucciones del trabajo de los líderes deberían ser
explicadas en detalle de tal manera que todos sepan lo que se espera de ellos.
1
Completamente
de acuerdo

2

3

4
Ni en acuerdo
ni en
desacuerdo

5

6

7
En completo
desacuerdo

3-20. En esta congregación el ser innovativo para mejorar el rendimiento debería ser:
1
Grandemente
recompensado

2

3

4
Moderadamente
recompensado

5

6

7
No
recompensado

6

7
No ser
sensitiva con
los demas

3-21. En esta congregación la gente debería ser animada a ser:
1
Ser sensitiva
con los demas

2

3

4

5

3-22. En esta congregación las tareas que demandan fuerzas físicas deberían ser llevadas
a cabo por:
1
Hombres

2

3

4

5

6

7
Mujeres

3-23. En esta congregación los líderes de departamentos deberían sentirse orgullosos de
los logros individuales de sus asistentes.
1
Completamente
de acuerdo

2

3

4
Ni en acuerdo
ni en
desacuerdo
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5

6

7
En completo
desacuerdo

3-24. Creo que los líderes de departamentos y ancianos en esta congregación deberían:
1
Proveer
instrucciones
detalladas
acerca de cómo
alcanzar las
metas

2

3

4

5

6

7
Permitir que
aquellos a
quienes dirijen
tengan la
libertad de
determinar
como alcanzar
las metas

3-25. Creo que en esta congregación el trabajo sería manejado mas efectivamente si
hubieran:
1
Muchas mas
mujeres en
posiciones de
liderazgo y
autoridad que
las que hay hoy

2

3

4
Cerca del
mismo numero
de mujeres en
posición de
liderazgo y
autoridad que
las que hay hoy

5

6

7
Menos mujeres
en posición de
liderazgo y
autoridad que
las que hay hoy

3-26. En esta congregación aquellos en posición de liderazgo deberían gozar de
privilegios especiales.
1
Completamente
de acuerdo

2

3

4
Ni en acuerdo
ni en
desacuerdo

5

6

7
En completo
desacuerdo

3-27. Los líderes y miembros de esta congregación deberían sentir lealtad por la misma.
1
Completamente
de acuerdo

2

3

4
Ni en acuerdo
ni en
desacuerdo

5

6

7
En completo
desacuerdo

3-28. Siento que en esta congregación el sentirse aceptados por otros miembros de la
misma debería ser algo muy importante.
1
Completamente
de acuerdo

2

3

4
Ni en acuerdo
ni en
desacuerdo

5

6

7
En completo
desacuerdo

3-29. ¿Cuan importante debería ser para los miembros de esta congregación que la misma
sea vista positivamente por los miembros de otras congregaciones?
1
No debería
tener ninguna
importancia

2

3

4

5
Debería ser
moderadamente
importante

6

7
Debería ser
muy
importante

5

6

7
Planificar para
el futuro

3-30. En esta congregación la gente debería:
1
Concentrarse en
crisis actuales

2

3

4

3-31. ¿Cuanto debería la gente de esta congregación molestarse si personas que no son
miembros se expresarse en forma negativa acerca de la misma?
1
No deberían
molestarse en lo
absoluto

2

3

4
Deberían
molestarse
moderadamente

5

6

7
Deberían
molestarse en
gran manera

6

7
No tolerante
con los errores

3-32. En esta congregación la gente debería ser animada a ser
1
Tolerante con
los errores

2

3

4
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5

3-33. Los líderes de esta congregación deberían trazarse metas desafiantes
1
Completamente
de acuerdo

2

3

4
Ni en acuerdo
ni en
desacuerdo

5

6

7
En completo
desacuerdo

3-34. En esta congregación las decisiones organizacionales importantes deberían ser
tomadas por
1
Líderes

2

3

4

5

6

7
Miembros

3-35. Creo que en esta congregación el tiempo dedicado a buscar el consenso es:
1
Una perdida de
tiempo

2

3

4
Alguna veces
tiempo bien
invertido, a
veces una
perdida

5

6

7
Tiempo bien
invertido

3-36. Cuando en esta congregación existen desacuerdos entre líderes y subordinados,
estos ultimos deberían generalmente seguir las indicaciones de sus dirigentes
1
Completamente
de acuerdo

2

3

4
Ni en acuerdo
ni en
desacuerdo

5

6

7
En completo
desacuerdo

5

6

7
Sentirse
grandemente
orgullosos de
trabajar para
esta
congregación

6

7
En ninguna
manera
generosa

3-37. Miembros de esta congregación deberían:
1
No sentirse
Orgullosos de
trabajar para
esta
congregación

2

3

4
Sentirse
moderadamente
orgullosos de
trabajar para
esta
congregación

3-38. En esta congregación la gente debería ser animada a ser
1
Muy generosa

2

3

4

5

3-39. En esta congregación las oportunidades para liderazgo deberían ser
1
Mas disponibles
para hombres
que para
mujeres

2

3

4
Igualmente
disponibles para
ambos

5

6

7
Mas
disponibles
para mujeres
que para
hombres

5

6

7
Solo en
proyectos de
equipo

3-40. En esta congregación la gente debería trabajar en:
1
Solo en
proyectos
individuales

2

3

4
Algunos
proyectos
individuales y
algunos de
equipo

3-41. En esta congregación debería ser visto como peor el que un hombre falle en sus
responsabilidades que el que una mujer falle en sus responsabilidades.
1
Completamente
de acuerdo

2

3

4
Ni en acuerdo
ni en
desacuerdo
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5

6

7
En completo
desacuerdo

Sección 4: Conductas del Líder (Parte II)
Instrucciones
Esta sección sigue el mismo formato que el de la sección 2. Usted debe nuevamente
calificar las conductas y característica del líder en las siguientes páginas. Para hacer esto,
al lado de cada conducta o característica escriba el numero de la escala de abajo que
mejor describa cuan importante es esa conducta para que un líder sea destacado.
1.
2.
3.
4.
5.
6.
7.

Esta conducta o característica limita grandemente a una persona para ser un
líder destacado.
Esta conducta o característica limita de alguna manera a una persona para
ser un líder destacado.
Esta conducta o característica ligeramente limita a una persona par ser un
líder destacado.
Esta conducta o característica no tiene impacto en el hecho de que una
persona sea un líder destacado.
Esta conducta o característica contribuye ligeramente a que una persona sea
un líder destacado.
Esta conducta o característica contribuye de alguna manera a que una
persona sea un líder destacado.
Esta conducta o característica contribuye grandemente a que una persona
sea un líder destacado.

Puntaje

Característica\Conducta
4-1. Cauteloso
4-2. Organizado
4-3.Astuto
4-4. Informado
4-5. Regateador efectivo
4-6. Egoísta
4-7. No cooperador
4-8. Lógico
4-9. conciente del estatus
4-10. Previsor
4-11. Planificador
anticipado
4-12. Normativo
4-13. Orientado
individualmente
4-14. No egalitario
4-15. Intuitivo
4-16. Indirecto
4-17. Habitual
4-18. No pretencioso
4-19. Capaz de anticipar
4-20. Estimulador de
motivos
4-21. Sensitivo
4-22. Convincente

Descripción
Procede y lleva a cabo sus tareas con gran cuidado y
no toma riesgos
Bien organizado, metódico, ordenado
Engañoso, lleno de astucia
Conciente y lleno de información
Es capaz de negociar efectivamente, capaz de realizar
transacciones con otros en terminos favorables
Convencido de sus propias habilidades
No dispuesto a trabajar con otros
Aplica la lógica cuando piensa
Conciente del estado social aceptado de otros
Anticipa eventos futuros
Anticipa y se prepara de antemano
Se comporta de acuerdo a las normas de su grupo
Se preocupa y asigna gran valor a la preservación de
intereses individuales mas que los del grupo
Cree que todos los individuos no son iguales y que
solo algunos deben tener privilegios y derechos
Tiene percepciones extras
No va directo al punto, usa metáforas y ejemplos para
comunicar
Dado a la rutina constante
Se presenta a si mismo de una manera modesta
Capaz de exitosamente anticipar futuras necesidades
Moviliza y activa seguidores
Conciente de ligeros cambios en el animo de otros,
restringe discusiones para evitar avergonzar a otros
Inusualmente capaz de convencer a otros de aceptar
sus puntos de vista
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4-24. Orientado a la
excelencia
4-25. Fiel a los procesos
4-26. Constructor de
confianza
4-27. Orientado al grupo
4-28. Conciente de las
clases
4-29. No participativo
4-30. Auto-sacrificado
4-31. Paciente
4-32. Honesto
4-33. Dominante
4-34. Protector de los
miembros del grupo
4-35. Dinámico
4-36. Coordinador
4-37. Elitista

4-38. Constructor de
equipo
4-39. Cínico
4-40. Orientado al
rendimiento
4-41. Ambicioso
4-42. Motivacional
4-43. Microadministrador
4-44. No delegador
4-45. Evita los negativos
4-46. Visionario
4-47. De voluntad fuerte
4-48. Gobernante
4-49. Deshonesto
4-50. Hostil
4-51. Orientado al futuro
4-52. Buen administrador
4-53. Fiable
4-54. Dictatorial
4-55. Ritualista

Lucha por la excelencia en su propio rendimiento y en
el de aquellos a quienes dirige
Sigue reglas y procedimientos establecidos
Inculca en otros la confianza al mostrarles confianza
Preocupado por el bienestar del grupo
Está conciente de los limites de las clases y el estatus
y actua de acuerdo a esto
No participa con otros
Realiza sacrificios personales para cumplir sus metas
y visión
Tiene y muestra paciencia
Habla y actúa con la verdad
Inclinado a dominar a otros
Se asegura de que los miembros del grupo no sean
avergonzados
Altamente envuelto, energético, entusiasta, motivado
Integra y maneja el trabajo de sus subordinados
Cree que un numero pequeño de personas con
trasfondos similares son superiores y deben disfrutar
de privilegios
Capaz de inducir a los miembros del grupo a trabajar
juntos
Tiende a creer lo peor de la gente y los eventos
Establece normas altas de rendimiento
Establece metas altas y trabaja duro
Estimula a otros a esforzarse por encima y mas allá
del llamado del deber y realiza sacrificios
Un supervisor extremado, uno que insiste en tomar
todas las decisiones
No dispuesto o incapaz de renunciar al control de
projectos o tareas
Evitar decir no a otros cuando se le pide que haga algo
aun cuando no se puede hacer
Tiene una visión e imaginación del futuro
Determinado, persistente
Está a cargo y no tolera desacuerdos o
cuestionamientos, da ordenes
Fraudulento, no sincero
Activamente no amigable, actúa negativamente hacia
otros
Hace planes y toma acción en base a eventos futuros
Tiene habilidades para administrar trabajos y sistemas
oficiales y administrativos
Se puede depender de el\ella
Forza sus valores y opiniones en otros
Usa y prescribe orden para llevar a cabo
procedimientos
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Table 53. Durham Spanish Church/GLOBE Project Cultural Dimensions-As Is
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Table 54. Durham Spanish Church/GLOBE Project
Cultural Dimensions-Should Be
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APPENDIX H
PROPOSED LEADERSHIP INTERVENTION

Table 55. The Seven Levels of Consciousness According to Barrett
MOTIVATION
Service
Making a Difference
Internal Cohesion
Transformation
Self- esteem
Relationships
Survival

FOCUS
Social Responsibility
Service to Humanity and the Planet
Strategic Alliances
Community Involvement, Employee Fulfillment
Strong Cultural Identity
Shared Vision, Shared Values, Creativity
Continuous Renewal
New Products and Service, Adaptability
Organizational Effectiveness
Productivity, Efficiency, Quality, System
Harmonious Relationships
Open Communication, Customer Satisfaction
Financial Security
Profit, Shareholder Value, Safety

Source: “Improving Your Business Through Values,” http/leadershipbeyondlimits
.com/images/pdfs/6pg_Cultural_Transformation_Tools.pdf (accessed January 5,
2010)
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Table 56. Barrett’s Seven Styles of Leadership/Positive and Negative Focus
Style

Level of Consciousness

Positive
Focus/Excessive
Focus

Wisdom/Visionary

Service

Mentor/Partner

Making a Difference

Integrator/Inspirer

Internal Cohesion

Facilitator/Organizer

Transformation
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Service to
Humanity.
Long-term
perspective.
Future generations.
Ethics
Collaboration
with Customers
& the Local
Community.
Strategic alliances.
Employee
fulfillment.
Environmental
stewardship.
Development of
Corporate
Community.
Positive, creative
corporate culture.
Shared vision and
values.
Continuous
Renewal.
Promotes learning
and innovation.
Team builder.
Empowers others

Table 56—Continued.
Style

Level of Consciousness

Positive
Focus/Excessive
Focus

Manager

Self-Esteem

Being the Best.
Best Practice.
Productivity,
efficiency, quality,
systems and
processes.
Bureaucracy.
Complacency.

Relationship
Manager/Communicator

Relationship

Relationships that
Support
Corporate Needs.
Good
communication
between
employees,
customers and
suppliers.
Manipulation.
Blame

Crisis Director

Survival

Pursuit of Profit
& Shareholder
Value. Able to
manage adversity.
Directive. Willing
to take charge.
Exploitation. Overcontrol.

Source: Barrett Values Centre, “Barrett’s Seven Styles of Leadership/Positive and
Negative Focus,” https://www.valuescentre.com/home.nsf (adapted) (accessed
January 5, 2010)
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Table 57. New Model for Appointing New Leaders
Steps in the Traditional Model
1.
2.
3.
4.
5.

6.
7.

Steps in the New Model

The church appoints the members of the
Nominating Committee.
The Nominating Committee works in the
selection of the new leadership.
The Nominating Committee communicates
its selection to the church for approval.
The report voted by the board is sent to the
conference office.
The new leadership of each department
meets to develop plans, goals, strategies,
and budgets.
Departmental leaders present their plans to
the new board for approval.
Training is provided for each departmental
leadership.

1.

The church appoints the members of
the Nominating Committee.
2. The Nominating Committee works on
the clarification of the identity,
values, mission, and vision of the
congregation.
3. The Nominating Committee develops
statements that describe the identity,
the values, the mission, and the vision
of the congregation.
4. These statements are communicated
to the church and used as criteria in
the election of new leaders.
5. The Nominating Committee works in
the selection of the new leadership
and communicates its selection to the
church for approval.
8. The report voted by the board is sent
to the conference office.
9. The new leadership of each
department meets to develop plans,
goals, strategies, and budgets, using
the identity, values, mission, and
vision statements as a guideline.
10. Plans are presented to the board and
then to the church in a consecration
service.

Source: Seventh-day Adventist Church Manual. 17th ed., rev. (Hagerstown, MD:
Review and Herald, 2005), 153-157.
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